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Abstract
Critical positions in state government are oftentimes understaffed. Researches have
studied the factors that lead to staff shortage such as low salary, high caseloads, and a
stressful environment. Therefore, it is challenging to keep those positions filled at maximum
capacity. In state government, employees are the organization’s human capital requiring
investment to retain a quality workforce. Investment of training and professional
development in addition to training of normal work duties are vital to the endurance of
employees. Government seeks for ways to improve its workforce and to obtain long-term
quality employees without salaries and other financial incentives that are comparable to those
in the private sector. One way is to develop and implement a training and professional
development program to help stem the flow of employees leaving the organization, examine
its impact on supervisors’ leadership skills, and to shift the culture of the organization to one
that is supportive.
This research examined the impact of training and development on Florida State
government employees in the Northeast Region (NER) through The Region Professional
Development and Training Program. The program implementation influenced all employees;
from frontline to executive leadership. The evaluation of the training and development
program found that supervisors provided a supportive environment for their direct reports,
supervisors displayed the characteristics that they see in their direct supervisors and retained
from the trainings, and the offering of professional development trainings had a positive
impact on employee retention and their perceptions of the organization.
Keywords: training, professional development, retention, organization culture
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Chapter 1: Introduction
Employees are vital to the survival of organizations in the private and public sectors.
Organizations are highly unlikely to accomplish their vision and mission without employees
otherwise known as human capital. Human capital is known as the value of the skills and
knowledge of employees that are used to build the organization’s capacity and when placed
into action, performs the organization’s services. Therefore, the organizations are oftentimes
seen only as good as its employees since employees are performing the duties that make the
organizations operational. Human capital defined is the “knowledge, skills, abilities and
attributes that can be acquired and used to yield income and improved performance in the
workplace” (Berman, et al., 2013, p. 488). The better the skillsets of the employees, the more
productive is the organization.
Human resources management of human capital focus on attaining and employing the
skillsets of potential and current employees to enhance the organization’s services or
processes. It encompasses training, compensation, recruitment, development, employee
involvement, work-life balance, and rewards and recognition. With that said, it behooves
organizations to invest in human capital to improve employees’ work quality for better
service delivery and customer service to realize profit or effective execution of the
organization’s mission and vision. An organization’s investment into human capital to get the
most out of its employees should include training, educational enhancement, and professional
development which may lead to employee retention, increase in organization performance,
and build employees’ morale and loyalty (Castellanos & Martin, 2011; Kim & Ployhart,
2014). A return on investment in human capital is a sustained quality workforce that will
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contribute to the overall productivity and innovation of the organization (Castellanos &
Martin, 2011; Kim & Ployhart, 2014).
Organizations who invest in its employees may see a greater return on their
investment if employees stay longer in the organization. While the length of stay in an
organization may differ based on the types of services, work load, and high stress working
environment, many organizations would prefer not to deal with situations where employees
are leaving when they are attending pre-service training to learn the job or within a few
months of completing pre-service training. In the Northeast Region of the State of Florida,
employee turnover in the Child Welfare, Adult Protective, and the Public Assistance
programs has been high over the last few years. These programs are essential to the mission
of the Northeast Region. It seems that the turnover in these programs are related to the
employees’ perception of the organization culture of one that is not conducive to supporting
its employees. With this knowledge in mind, the NER created a training and development
program to help shift the culture of the organization and to address employees’ perception.
The implementation of the training and development program resulted in this research. The
research main focus is on programs with high employee turnover in the State of Florida
Department of Children and Families (FLDCF) employees in the Northeast Region (NER).
This study aims to find the impact of the training and development on the
organization culture, employee retention, and on the employee’s attitudes and beliefs about
their job and workplace through the evaluation of the Region Professional Development and
Training Program. The Region Professional Development and Training program is the
NER’s investment into human capital to address employee retention, employee’s perception
of the organization, and its influence on supervisors and the NER executive leadership team.

3
Throughout the research, NER will be used as the terminology for The Florida Department of
Children and Families in the Northeast Region of Florida State government. During the rest
of this chapter, a review of the programs with high attrition rates and the design of the
Region Professional Development Program will be discussed to provide a context for the
research.
Background
In many cases, government employees are not given the opportunities to
professionally developed beyond their assigned job duties training (pre-service training)
(Getha-Taylor, et al., 2015). Sometimes this is due to lack of finance to devote to
professional development or the leaders in the government agencies do not see professional
development as a priority. The majority of the time, finances are devoted to services, salaries,
overhead, and benefits rather than employee development (Getha-Taylor et al., 2015).
However, one method of retaining employees is to invest in their development beyond their
normal work duties. Some outcomes of investment in professional development are an
increase in employee morale, employee growth, and employee loyalty which results into
employee longevity with the organization. (Castellanos & Martin, 2011; Kim & Ployhart,
2014).
The issue for the NER is to find a way to stem the flow of frontline employees
leaving the organization within the first two years of employment. The high attrition rate
over the years has had negative outcomes and impact on the critical services provided to
Floridians. It contributes to a higher stressful working environment because of low staff
which in turn leads to higher caseloads for employees. The NER geographical footprint
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covers 20 counties and it must have an adequate number of employees in each county to
effectively fulfill the critical mission of the organization.
There are six major programs in the NER namely, Child Welfare, Public Assistance,
Child Care Regulation, Substance Abuse and Mental Health, Adult Protection, and
Community Development. The three major programs of focus for this research are Child
Welfare, Adult Protection, and Public Assistance because they have the largest number of
frontline employees, the duties are critical, and the attrition rate is high. While the other
programs experience turnover, the number of staffs working in those programs is less than 40
and it is quicker to see the effect of staff turnover in the smaller programs than it is in the
larger programs. Every program in the NER is considered vital to the survival of the
organization but the effect of the high turnover in the three major/largest programs has
greater consequences to the NER communities. The Child Welfare, Adult Protection, and the
Public Assistance programs have critical frontline employees who make up 51% (Florida
Department of Children and Families, 2020) of the NER’s total employees when fully
staffed. With the constant flow of these employees leaving the organization, the NER knew
that they had to do something to change the trajectory of employee attrition to move in a
more suitable direction.
The NER over the last five years tried to get a handle on the departure of frontline
employees in the three major programs to increase retention by modifying the recruitment
and selection strategies for Child Welfare, Adult Protection, and Public Assistance and by
applying some level of management accountability. Before explaining the changes made to
the recruitment process and management accountability, the background, mission, and duties
of the three programs will be discussed to paint a picture of the critical functions each
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program provides to Floridians and the possible reasons employees leave the organization
once they start to work in each program’s environment.
In each program, the focus is on the frontline employees. In Child Welfare, the
critical frontline employees are called Child Protective Investigators (CPIs), in Adult
Protection they are called Adult Protective Investigators (APIs), and in the Public Assistance
program, they are called Economic Self- Sufficiency Specialists (ESSSIs). Based on the NER
tracking of employee retention and attrition, the frontline employees are the ones who leave
the organization early in their careers. The attrition rates in 2017 for the three programs were
44.07% for CPIs, 36.40% for APIs and 32.8% for ESSSIs (Florida Department of Children
and Families, 2020). The 2017 attrition rates are displayed to show the rate prior to the
implementation of the Region Professional Development and Training program which was
implemented in 2017 but begun development in 2016.
In the State of Florida, out of the 67 counties, there are six Sheriff’s Departments (not
state government but local government) that investigate the reports of child abuse and neglect
allegations in their area by hiring civilian CPIs. All the other counties’ reports of child abuse
or neglect are performed by CPIs hired and by state government (Wilke, et al., 2017). This is
the case for the NER (state government) which directly hires CPIs to investigate the case of
neglect and abuse allegations. The Public Assistance and Adult Protection programs are
solely operated by state government in all counties in Florida. The three professions, while
separate in their functions are demanding, stressful, and have high turnover which has been
happening for many years. The attrition rate for the three programs ranged between 17% and
44.07% since 2013 and steadily increased between the ranges until a decrease in 2019 except
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for the Adult Protection program which fluctuated between 2017 and 2019 (Florida
Department of Children and Families, 2020).
In the Child Welfare program, child protection investigation is the process of
investigating alleged abuse and neglect reported to the State Abuse Hotline by concern
citizens, professionals from hospitals, schools, state employees, and law enforcements. In
State statues, all residents of Florida are a mandatory reporter of child abuse. The 2019
Florida Statutes:
The Florida State Statue 39.201: Mandatory reports of child abuse, abandonment, or
neglect; mandatory reports of death; central abuse hotline:
(1)(a) Any person who knows, or has reasonable cause to suspect, that a child is
abused, abandoned, or neglected by a parent, legal custodian, caregiver, or other
person responsible for the child’s welfare, as defined in this chapter, or that a child is
in need of supervision and care and has no parent, legal custodian, or responsible
adult relative immediately known and available to provide supervision and care shall
report such knowledge or suspicion to the department in the manner prescribed in
subsection (2).
(b) Any person who knows, or who has reasonable cause to suspect, that a child is
abused by an adult other than a parent, legal custodian, caregiver, or other person
responsible for the child’s welfare, as defined in this chapter, shall report such
knowledge or suspicion to the department in the manner prescribed in subsection (2).
(c) Any person who knows, or has reasonable cause to suspect, that a child is the
victim of childhood sexual abuse or the victim of a known or suspected juvenile
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sexual offender, as defined in this chapter, shall report such knowledge or suspicion
to the department in the manner prescribed in subsection (2) (para 1).
Subsection 2 of the Florida Statues covers the types of abuse and neglect that are considered
reportable for investigation such as sexual assault, abandonment, care, and physical abuse.
Since residents of Florida are mandatory reporters of alleged child abuse, exploitation, and
neglect, many reports are recorded daily and sent to the associated counties for investigation.
The high volume of reports leads to high caseloads for investigators and regardless of the
high caseloads and less employees to conduct the investigations, the nature of the CPIs’ job
tasks still remains critical to the safety of children.
Adult Protection Investigation is similar to that of child welfare except it investigates
the report of alleged abuse and neglect on vulnerable adults who are 18 years and older. The
mission of the program is to “protect vulnerable adults from further abuse, neglect,
exploitation, or self-neglect and enabling adults with disabilities to remain in the community”
(Florida Department of Children and Families, 2020, para. 1). The Florida law and statues
require the mandatory report of suspected abuse and neglect of adults. Even if the adult is
self-neglecting, self-abusing, abused by others, and exploited by anyone including financial
institutions or nursing home facilities. Florida statute 415.101: Adult Protective Services Act
covers the magnitude of the services that is required by the Adult Protection program to
mandatory protect and service vulnerable adults who have a report of suspected neglect and
abuse at the Florida Abuse Hotline. The program is required to provide the vulnerable adults
all services that are needed to get them out of the state of abuse and neglect.
The high caseload and the investigatory process for the APIs are stressful in itself but
an added burden to the stressful situation is the ability for the adult who is being investigated
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to deter the investigatory process by not cooperating with the investigations because of
mental capacity. In this case, the adult who may or may not have mental capacity can tell the
APIs to leave their homes and the APIs must stop the investigation until they can get legal
rights to enter the home to continue the investigation. This impedes the process and APIs
must keep this case open until it is resolve and must contact the NER’s legal department to
assist in the investigation. While there is a procedure in place to communicate and work with
the legal department, it is still a stressful situation when additional actions may be needed for
each case and more cases are added to the caseload.
In the Public Assistance program, the eligibility specialists also have a high volume
of caseloads. They process applications for Food Assistance, Medicaid and Cash Assistance
for Floridians. The online system for public assistance application is available twenty-four
hours all week, providing the opportunities for application to be submitted at any given time.
However, the time to process the applications are generally Monday through Friday from
6am to 8pm. With the round the clock application system and the limited time to process,
there is a high volume of applications on a daily basis that are metered out equally to the
ESSSIs. ESSSIs are always trying to process as many applications as possible to reduce the
caseload so that Floridians who are in need may have medical insurance, cash, and food on
their table. While the duties of this program do not seem critical to saving lives as it is for
CPIs and APIs, it is essential because it helps to mitigate the onset of abuse and neglect for
Floridians. The effect of lack of food, cash, and medical insurance may lead to the demise of
a child or family which in turn may lead to the neglect and abuse of a child. Thus, triggering
a report of child/adult abuse and neglect for a CPI or an API to investigate. Needless to say,
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in some instances, the delay in processing of cases in one program may cause an increase in
cases for another program.
In the three programs, the staffing quantities are limited and can only be increased by
statewide legislative approval, therefore, when volume of workload is extremely high
depending on the time of the year, the attrition rate increases. The regulated caseload for each
CPIs is 20 open cases for the month. However, the average number of CPIs in the NER with
more than 20 cases range between 14.01% to 35.62% out of a total staff range of 288-333
since 2016 to 2019. The caseload is also high for APIs and ESSSIs. The caseload for APIs
ranges between 16 and 24 when the regular load is 16 cases and between 24 and 45 for and
ESSSIs when the daily rotation is 25 (Florida Department of Children and Families, 2020).
The high caseload of each program affects employee retention along with other factors such
as stress, low morale, improper supervision, lack of support, and the inability to make sound
judgment on child and adult protection cases and on eligibility applications based on time
standards applied by management, Florida legislations, and federal guidelines. It is also
widely known that child welfare and adult protection programs have high turnovers, high
caseloads, and is underpaid based on the nature of the work. These factors lead to limited
work satisfaction and low retention rate (Johnco, Salloum, Olson, & Edwards, 2014). While
this reflect the CPI and API professions, it is applicable in other high demand state
government positions like the ESSSl profession because of the low salary and the high
demand to produce.
Knowing the attrition rates and the demanding duties of CPIs APIs, and ESSSIs
which were previously mentioned, the NER made some changes to the recruitment and
selection process of new employees and to some of the supervision protocols (management

10
accountability). While in many organizations, human capital and its function such as training,
recruitment, selection, and hiring falls under the management of human resources, in Florida
State government, the function of human resources is slightly different. Human resources
known as Human Resource Shared Services for the statewide Florida Department of Children
and Families main functions are payroll and employee relations which handles employee
performance management, employee disciplinary actions and consultation, oversee the
functions of performance expectations, management of timesheets, and leave management.
Although Human Resource Shared Services may have limited functions when it
comes to recruitment, selection, training and development, it is still the compliance body for
all employee related functions including hiring. They are used for guidance in some
recruitment and selection related issues. Since human resources have minor involvement in
the recruitment and selection processes, each program operating within the Florida
Department of Children and Families is responsible for their own recruitment and selection
and program specific trainings such as pre-service and in-service trainings. Consequently,
there is little standardization of the recruitment and selection process across programs in the
NER, except for state policies and the systems used before actually offering the job to a
potential employee such as background screening, fingerprinting, and the completion of the
hiring packet. All other recruitment and selection functions are up to the discretion of each
program.
The NER believes that the recruitment and selection process is one aspect of the
challenges in keeping an employee and considered if they are not selecting the right fit
employees for the programs. Research suggests that if employees are in the right career,
possess the right skillsets that are valued by the employers, and are committed to the
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organization, then they are the right fit for the program (Rani, et al., 2011; Mor Barak, et al.,
2001) and this may potentially lead to a longer stay in the organization. The NER had to
figure out what is considered the right quality of individuals who can work in a stressful
environment and with the possibility of high caseloads when there are staffing complications.
In beginning of 2016, the NER shifted how it conducts its recruitment and selection
process from just posting the basis job description of the position to one that shows a brief
video about the life of a CPI in the working environment and a detailed job description. The
purpose of the video is to give the potential employee more details of the job and some
aspect of the working environment if hired. It is strongly suggested to the potential employee
to watch the video before applying for the position. After watching the video, the potential
employee has to make an informed decision if they want to work as a CPI. Once they submit
the application, it is an indication that they are still interested in the position and if hired they
would stay for a longer period with the organization because they have made an informed
decision to apply based on viewing the video and reading the detailed job description.
The changes made to the API job description give in-depth details of the main duties
and requirements. The ESSSIs job description shifted from a social work viewpoint where
potential employees may think that they will be seeing customers on a daily basis to one that
highlights the heavy use of computers, databases, and limited face to face contact with
customers. The previous job description for ESSSIs did not reflect the heavy reliance on
computers to perform the job nor did it show the limited contact with customers. Potential
applicants in past interviews tend to mention the social work aspect of the job that will give
them fulfillment but in reality, the job has minimal verbal/physical contact with customers.
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In the job postings of the three positions, the true salaries are reflected instead of
salary ranges. Potential employees can see the starting salary instead of thinking that they are
able to ask for the higher range of the salary when in fact, the potential employee starts at the
lower range of the salary regardless of their previous experiences and educational
background. The previous interview process was so structured that it requires the interview
team to ask the same questions of each applicant and they were not allowed to ask extra
questions if they needed clarity or the potential employee’s responses needed exploring. The
change in the interview process opened the interview forum to ask probing and exploring
questions to see if the potential employee is a good fit. The NER also standardized the
interview teams. Previously the interview teams consisted of frontline supervisors and other
employees who were selected if they are available to conduct the interviews. Employees with
no formal training in recruitment and selection were performing interviews and selecting
candidates. Therefore, the NER hired recruitment specialists who assess the job applications,
conduct the interviews, select the candidates, submit the hiring packet to Human Resource
Shared Services, and send the offer letter to the selected candidate. With the changes in the
recruitment and selection process, the NER is hoping that it helps in getting the right ESSSI,
API and CPI candidates which may lead to an increase the employee retention rate.
Not only did the NER make adjustment to the recruitment and selection process, it
also looked at the process of management accountability at the supervisory level. The NER
determined that supervisors who are not creating a supportive environment for employees,
who displays biases, and who are not taking responsibility to address issues when employees
are not meeting expectations or disregarding company policies must be accountable for their
actions. Therefore, management accountability must be addressed. The NER sensed that
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there are other factors why employees leave the organization other than low salaries and
working in a stressful environment. The NER leadership team decided to review where does
the organization stands on the management accountability continuum by talking with current
frontline employees through a stay interview process. The purpose of the stay interview is to
address why employees stay in the organization and what can be improved. The result of the
communication with employees was the realization of an overall theme of improper
supervision.
The NER looked at how to improve upon management accountability from the aspect
of the frontline supervisor and establish additional protocol so that supervisors are more
knowledgeable and aware of all of their responsibilities. Oftentimes in the NER, when an
individual is promoted from frontline employee into a supervisory (leadership) position, they
learn on the job instead of going through a supervisory orientation to get the necessary tools
to properly function in the leadership position. This current process caused some issues with
management accountability since new supervisors are not provided the tools to do their job
effectively. Management accountability when not present in the workplace has an effect on
employees. The definition of management accountability is considered “being answerable to
audiences for performing up to certain prescribed standards, thereby fulfilling obligations,
duties, expectations and other charges” (Schlenker, et al., 1994, p. 634). Supervisors should
not only be accountable to their direct supervisors (managers) they should also be
accountable to their direct reports so that they can assist in the retention process and to
generate the best work product out of each employee.
The NER decided to take the management accountability a step further by looking at
the management/leadership layers in the organization that are above the supervisory level.
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Mid-level managers are those who supervise frontline supervisors and the executive
leadership team includes operation managers who directly supervise mid-level managers,
program directors who directly supervise operation managers, and other managers and
leaders who help to lead the NER. The NER executive leadership team agreed that all layers
of management have the responsibility of engaging their direct reports in proper supervision
and to model the behaviors that will create a culture of support and accountability. They
hoped that the layering of management accountability has a trickle-down effect where proper
supervision is demonstrated all the way down to frontline employees. The newly instituted
process to management accountability shows a unified and a standardized way the
organization functions and demonstrates a shift in the organization’s culture, a change in
employees’ perception, and where management/leadership are working together to retain
employees. Therefore, it is incumbent on managers who have supervisors who are struggling
in their supervisory roles to train and develop them to be great supervisors who can engage
their employees in many capacities so that they are able to function in the new culture of the
organization. One research stated that when managers are held accountable for their actions
including retaining employees, the retention rate of the organization increases (Abrams,
2002).
Another change to management accountable is the appointing of employees into
leadership roles. Majority of the leadership roles in the NER can be appointed, that means the
vacant leadership position does not need to be advertised in order to be filled. The
management team can select an employee for the position. The employee does not have to
have leadership skills that the organization desires or leadership skills that are suitable for the
position. However, they must meet the minimum criteria for the position. The manager who
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appoints employees into leadership positions is not only accountable for the actions of the
individuals, they are also responsible for developing that appointed employees.
Since supervisors negatively and/or positively influence the frontline employees
(CPIs, APIs and ESSSIs), their leadership development is vital to retaining employees. Their
position in the organization and how they perform their duties are directly related to
employee leaving the organizations (Spath, et al., 2013). When mid-level managers are
cultivating a supportive workplace culture for their direct reports, it is reflective most of the
times in the supervisors because they are more likely to do the same for their direct reports.
Research on supervision indicates that supervisors who often have positive supervision from
their direct supervisors report high job satisfaction and low levels of stress (McCrae,
Scannapieco, & Obermann, 2015). Supervisors are also more likely to stay within an
organization if they themselves receive support from their managers and executive
leadership.
The lack of management accountability in the form of improper supervision affects
the productivity of frontline employees. Therefore, it is incumbent on the NER to provide the
opportunities for supervisory training to increase their good leadership and supervisory skills
that is reflective of the high demands of the Public Assistance, Adult Protection, and the
Child Welfare programs. The NER realized that being a supervisor in the high paced
programs needs more than just supervision abilities, it needs leadership development in how
to engage and support employees in critical times and situations. The NER assumed that
being a supervisor and managing the workload of their direct reports were enough to become
a great supervisor. In reality, it was not sufficient. Supervisors needed training to consistently
manage and lead their direct reports effectively. It is imperative to train manager and
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supervisors in how to lead people and not just how to manage work (Kum, et al., 2014). This
becomes evident in the reason employees leave the organization as stated in some of the exit
interviews that are conducted when an employee leaves the NER.
The purpose of the exit interviews is to get information on employees’ thoughts and
perceptions of the organization and their supervisors (Gering, & Conner, 2002). Once the
NER knows that an employee is leaving, the employee is offered the option to do a verbal
exit interview with an individual who is not in their program area or do the exit interview
using an online survey. If the employee leaves without the NER knowing, the survey link is
sent to their personal email which is on file with the NER giving them the opportunity to
share their reasons for leaving. The overall result of the exit interviews conducted between
2016-2018 with a combined total of 341 past employees who were CPIs, APIs, and ESSSIs
showed a dissatisfied level with supervision in the three programs ranging from 24% - 55%
(Florida Department of Children and Families, 2018). The role of supervisors is extremely
important. They are the connection between executive leaders, mid-level managers and
frontline employees. Therefore, their role is directly related to how messages are delivered
and communicated and they contribute to the retention rate of frontline employees (Spath et
al., 2013).
Mid-level managers and the NER executive leadership teams also play a vital role in
the retention of employees. If they are not communicating effectively and do not provide that
environment of support for the supervisors then the supervisors may not communicate
properly nor create a supportive environment for frontline employees. Child Welfare, Adult
Protection and Public Assistance supervisors have many employees reporting to them which
can be overwhelming even if they do not lack leadership skills, supervision training, and
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proper supervision from their direct supervisors (mid-level managers). The large number of
employees reporting to each supervisor can be discouraging especially when the supervisors
are not properly equipped. This can lead to employee leaving the organization if the
supervisor is not performing, nor have some form of accountability, and is not engaging and
supportive of the employees (Abrams, 2002; Carver, 2017). The NER has to make a change
in how they view the role of the supervisor and what measurements can be developed and
implemented to help drive the retention rate in the right direction. The NER knew that they
could not just rely on instinct, the exit interviews, the stay interviews, and the indirect ways
that they ascertain why employees were leaving the organization. They needed additional
tangible information on current employee’s perception of the organization and its culture,
supervision, and what is lacking in leadership skills and abilities.
Along with all the other data gathered and reviewed from the stay and exit interviews
and just by talking with employees, the NER wanted to test the temperature of the current
employees and see the overall performance of the Region by conducting two Climate
Surveys in 2016 and 2017. The climate surveys consisted of the following broad categories:
job satisfaction, supervision, leadership, benefit and compensation, workplace, training and
development, work/life balance, and diversity. Each category was broken into smaller
sections to truly capture the thoughts, perceptions, and experiences of the NER employees.
The survey response rate in 2016 was 47% and in 2017 was 49.02% (Florida Department of
Children and Families, 2017; Florida Department of Children and Families, 2018). The NER
leadership team evaluated the climate survey, noticed a correlation between the survey and
the interviews, and decided to implement a robust professional development and training
program. The purpose of the professional development program is to increase employee
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morale and perception of the Region, improve supervision and leadership, shift the
organizational culture to one that is supportive and to give employees additional tools to
succeed in the organization.
While the climate survey indicated that frontline supervisors have the most direct
impact on frontline employees, the NER decided that all employees who are in supervisory
and managerial capacities will be trained in leadership development and that included the
executive leadership team. The decision to train all levels of supervisors is to ensure that the
NER is operating as one and that each level of supervision is modeling the way for their
direct reports and providing the same level of communication. Some of the comments on the
climate survey indicated that mid-level managers and executive leadership should be
attending training too because they are perceived to have poor leadership skills (Florida
Department of Children and Families, 2017). With all the layers of supervision participating
in leadership development, there is a high probability that there might be a positive shift in
the organization culture which in return may lead to employee longevity with the
organization. It is imperative that the Region Professional Development Program is designed
to address the needs of the organization to accomplish the desired outcomes.
Design - Region Professional Development Program
The Region Professional Development and Training program objectives are to
provide professional development training for all NER employees (inclusive of the executive
leadership team) to increase their skillsets and developed their leadership qualities and
abilities. The tacit objectives of the program are to incentivize employees to stay, increase
employee morale, shows the region support of employees, and to provide opportunities for
professional and personal growth. The program is designed to offer a wrap-around approach
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for employees where they can learn the material and implement it at work or in their personal
lives. It includes rewards and recognitions, professional development training paths for
support employees (administrative and technical), frontline employees, supervisors (new and
experienced), mid-level managers, executive level leadership, and for new employees. Some
of the trainings are open to all employees while others are designed for specific employees.
Each category of employees such as support staff, frontline, supervisors, and midlevel have their own training track that are mandatory for professional development and
some which are optional for additional growth. There is also a training track for employees
who are seeking to enhance and/or gain leadership skills for promotional opportunities. The
reward and recognition portion of the program offers semi-annual rewards for each of the six
program areas in the NER to employees who display qualities of teamwork and working
above and beyond their normal work functions. There is an annual employee of the year
award where one employee is selected from each of the six program areas who has met and
exceeded the criteria of employee of the year. The trainings are offered in classroom formats
in different locations to take the employee out of their current working environment so that
they can focus on the training material and engaged in participation.
The Region Professional Development program is comprised of the following
trainings and options for employees (Florida Department of Children and Families, 2017).
•

New Employee Orientation – employees who are new to the organization or new to
the NER. The orientation provides an overview of the NER, the opportunity to meet
the program directors and the executive leadership team, a discussion of the
organization’s core values, employee discounts, and human resource. New employees
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are required to attend orientation during their first week of employment. New
Employee Orientation occurs every other week.
•

New Supervisor Orientation – employees who are promoted to frontline supervisors.
This orientation provides the information on conducting performance expectation,
what is expected when a new employee becomes a part of the supervisor’s unit,
emotional intelligence, conflict resolution, timesheet management, and
communication. It also provides information on how to interact with and lead their
direct reports. New supervisor orientation occurs three to four times per year
depending on the supervisor turnover rate.

•

Frontline Leader Training – designed for supervisors and covers the following topics:
Visionary Leadership, Emotional Intelligence, Foundations of Leadership, Rewards
and Recognition, Building Internal and External Relationships, Building and Leading
Effective Teams, Conflict Resolution, Talent Management, Change Management,
Leading Change, and the Myers-Briggs Type Indicator (MBTI) which has the
objective to assist the participants with learning their personality type, have a clearer
understanding of the four dichotomies of personality types, have verified their own
type based on their MBTI assessment and their own beliefs, be able to distinguish
types, traits, and behaviors of themselves and other people, reflect on their strengths
and weaknesses related to type, and start identifying ways to use differences
constructively. In each of the topics covered in the training, supervisors must
complete an action plan to be implemented with their direct reports or in their
assigned areas. The mid-level managers must discuss the action plans with the
supervisors and provide opportunities for them to implement it where feasible. This is
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a layer of management accountability that paves the way for better communication
and where mid-level managers are ensuring that supervisors are executing what was
learnt in the trainings. The Frontline Leader training occurs twice a year, mandatory
for all supervisors, and it is a statewide Florida Department of Children and Families
standardized training for its supervisors. This training ensures that all frontline
supervisors are giving the same tools to standardized supervisory performance across
the State.
•

Mid-Level Leadership Training – designed for managers (Operation Managers,
Public Administrators, and Operation Consultant Managers) and covers the same
topics in the Frontline-Leader Training with a higher-level overview and explanation
of leadership. Mid-Level Leadership Training occurs annually for six days broken
into two sessions (three consecutive days per session) within a six-week period. It is
mandatory for all managers and a statewide Florida Department of Children and
Families standardized training for its managers. Managers develop action plans for
each topic covered in the training to be implemented on the job. They discuss the
action plans and their progress with their supervisors in their monthly meetings for
accountability and feasibility accountability.
Manager turnover in the organization is extremely low therefore, the training is
offered annually. This training ensures that all managers are giving the same tools to
standardized mid-level management processes across the State.

•

Executive Leadership Training – designed for the executive leaders such as program
directors and regional managing director, and other members of the leadership team.
The theme of the training is Leading with Resilience where a 360-degree survey is
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completed on each participant and they cover topics such as influence, strategic
thinking, communication, and learning agility. It is a three-day intensive program
with role playing exercises. The Executive Leadership Training occurs every other
year and is facilitated by an outside training institution, Leadership Development
Institute.
•

Leadership Academy – this is available for those who desires a leadership role or
wants to learn more about leadership and their leadership styles and for supervisors
who have less than three years of supervision. The topics covered are crisis
management, communication, public speaking, various types of leadership
assessments, human resource management, employee relations, labor laws, budget,
and discussion with Florida statewide leaders. The Leadership Academy is a ninemonth program occurring annually. Participants of the academy must complete an
application that is reviewed by a steering committee.

•

Advanced Leadership Academy – this training is designed for supervisors who have
more than three years of supervisory experience and who is willing to take their
leadership capacity to a higher level. The goal of the training is to have a leadership
portfolio, an elevator speech and an in-depth understanding of their leadership
capacity.

•

Your Career Path Training – a variety of trainings are recommended and offered for
different leadership positions in the NER. If employees are interested in promoting to
certain leadership positions, then they can select from the recommended
trainings/courses for that particular position using the NER training Menu. The
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purpose of this track to not only to ensure succession planning but to also build
leadership capacities.
•

The NER Training Menu – offers a variety of trainings that are optional for all
employees and those who are seeking continuing education credit, in-service training,
health and wellbeing, and general training to enhance their professional and personal
lives. Trainings from the training menu occur four times annually.
For this research, the focus is on New Employee Orientation (NEO), New Supervisor

Orientation, Frontline Leader Training, The Leadership Academy, Mid-Level Leader
Training, and Executive Leadership Training. These trainings have a direct influence on
frontline employees, supervisors, executive leadership, and new employees and may have a
higher impact on employee retention. They set the tone for how employees perceive the NER
from the moment they begin employment to the day that they leave the NER. The variety of
trainings are offered throughout the year to give employees multiple opportunities to
participate as their schedule permits. This approach to include all employees in the
implementation of Region Professional Development and Training program may jumpstart
the shifting of the organizational culture to one that is more supportive of its employees. The
availability and offering of trainings may also change the employee’s perception of the
organization culture.
The Region Professional Development and Training program was implemented in
2017 and an evaluation of the program was never conducted since its inception. Anecdotal
evidence indicates the atmosphere in the organization has made a positive shift and
employees are participating in the trainings, however, the executive leadership team would
like to see the impact that the program has made on employees and the organization in
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concrete data and not just on feelings and perceptions. Like any investment, the investors
would like to see how the investment is performing, whether the return is negative or
positive. Therefore, this study will conduct an evaluation of the Region Professional
Development and Training program. The purpose of the evaluation is to ascertain if the
program has met its objectives: did the professional development program achieved any
results in shifting employee’s perception of the organization culture, increased the
supervisory skillsets of frontline supervisors, mid-level managers, and executive leadership,
and did it improve employee retention or give employee a reason to stay within the
organization. As a residual to the evaluation of the program, the NER will know what
improvements can be made to the program, what adjustment can be done to increase the
program’s outcomes, what can make the program better suited for the region and its
employees, and most importantly, should the program be terminated if no impact is realized.
The purpose of this research is to examine the impact of training and development on
Florida State government employees in the Northeast Region specifically those who are
CPIs, APIs, ESSSIs because of the high attrition rate, their supervisors because they have a
direct impact on frontline employees, managers and executive leadership because they have
an impact on the supervisors. The study objectives are to find the effect of training and
development on the organization culture, employee retention, on the employee’s attitudes
and beliefs about their job and workplace, and if it affects their decision to stay or leave the
organization. To determine the impact of the Region Professional Development and Training
program, the following research questions were developed.
•

Research Question 1: Did the leadership training program have a positive influence
on the supervisor?
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•

Research Question 2: Did the leadership program improve supervisors’ abilities to
provide a supportive environment for their direct reports?

•

Research Question 3: Did the training and development program improve employees’
perceptions of a supportive organizational environment?

•

Research Question 4: Did the training and development program have an effect on
employees’ decision-making processes or actions involved in beginning or continuing
to seek employment elsewhere outside of the organization?

Research Questions 1 and 2 examine the impact of the training and development program on
supervisors, managers, executive leaders, and the organization culture of support. Research
Questions 3 and 4 examine the impact of the training and development program on the
supervisor direct reports’ perception of the organization and employee retention. These
questions were developed to meet the objectives of the Region Professional Development
and Training program and to be analyzed later in the study.
In addition to examining the impact of training and development on Florida State
government employees in the Northeast Region this evaluation also aims to build upon the
work of previous researches that have studied the reasons employees leave organizations
through the lens of sustained training and professional development that are provided beyond
employees’ normal work duties. This study will add to future evaluation researches
conducted on training and development programs offered to all employees and to literature
on the impact of training and development on the organization culture, employee’s
perception, employee retention and supervisory leadership skills development. The main
focus of the research is on supervisors and executive leaders who have attended leadership
trainings and on the direct reports of supervisors who have attended leadership development
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training. The area of focus for the evaluation provides the critical information that is needed
on the effectiveness of the professional development training because supervisors and leaders
set the tone for the organization and frontline employees.
In Chapter 2, the literature review - details the importance of employee’s perceived
culture of support, human resource management, training and development, professional
development and program evaluation. Chapter 3 then provides detailed information on the
design of the research and the methodology used in the design. Chapter 4 covers the results
and analysis of the research. Chapter 5 discusses the findings, recommendations and
conclusion of the research.
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Chapter 2: Literature Review
Many state employees have a difficult time seeing their contributions in organizations
because of their preconceived notions of what they expect from the job and its environment.
Employees have an expectation that supervisors and managers will acknowledge their worth
and provide a level of support throughout their tenure with the organization. This is better
explained with organizational support theory which suggests that “employees develop
perceptions about the extent to which their employing organization values their contribution
and cares about their welfare” (Smith, 2005, p. 155). Employees expectations of having
support from their leadership is not always fulfilled. Unmet expectations can have a negative
impact on employees and can become troublesome for the organization especially if the
working environment is stressful and there are high caseloads. Employees may lose interest
in their role in the organization, become burnout, and leave employment (Maden, et al.,
2016).
When an organization culture is embedded with a lack of support and is not meeting
the expectations of its employees, it becomes a hindrance to employees’ survival who
specifically seeks support and acknowledgment of their contribution to the organization and
on the quality of their work. Studies have shown a direct correlation between supervisory
support, employee’s commitment to the organization and organizational commitment to
provide a culture of support (Maden et al., 2016; Johnco et al., 2014; Smith, 2005). When the
organization is aligned with employee’s expectation and employee’s perception that the
organization is committed to their well-being and offers consistent support, it is a strong
possibility that the employee will have organization loyalty which reduces the chances of that
employee leaving the organization. Organizational commitment and support are associated
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with reductions in job turnover (Smith, 2005; Johnco et al., 2014). The purpose of this
chapter is to highlight researches conducted on factors that retain employees and reasons why
employees leave employment through the lens of organization culture, human resource
management, training and development, professional development which is providing growth
for employees beyond their specific job training, and the importance of program evaluation.
In the Northeast Region (NER), the desired outcome of designing and implementing
the Region Professional Development and Training program is to address organization
culture, employees’ perception, leadership development, and the employee retention rate.
The literature review lays a foundation as well as connects relevant researches to corroborate
some aspects of this dissertation. The rest of the chapter covers more information on
organization culture and its importance to the employees and the organization, human
resource management, training and development, professional development, and program
evaluation to reflect the components that have positively affected employee retention,
employees’ perception, and leadership development.
Organization Culture
Every organization has a culture in which it operates. The culture embodies the
communication structure, daily operations and practices of the organization, and how
employees interact with each other (Minix, 1987). The organization culture may be positive
or negative and the tone is set and communicated by its leadership. It is the actions of
leadership and the influence that those actions and behaviors have on employees.
Organization culture can vary within the same organization which poses a problem for
employees when there are inconsistencies. “Organization culture can vary from organization
to organization, as such a culture is based on beliefs, values, expectations, assumptions,
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philosophies, attitudes, and norms has conceptualized organizational culture into three major
dimensions: bureaucratic, innovative, and supportive” (Aslam, et al., 2018, p. 152). The
constant changes in how leaders and employees operate and perceive each other and the
working environment make it difficult to point to a consistent culture.
Therefore, making it harder to provide an accurate definition of organization culture.
Research suggested that organizational culture is not easily detected and researchers have a
difficult time defining it (Fangtao, et al., 2017). The culture is what employees work in and
feel every day when they enter the working environment. Organization culture is also
considered the immune system of the working environment. If the immune system is not
functioning properly then the organization and its employees might be hurting. An
organization that is not functioning properly may have employees consistently leaving the
organization (Watkins, 2013).
Even though state government is considered bureaucratic and may not be seen as an
organization that cares about its employees, managers and supervisors are still responsible
for and accountable to cultivate a healthy and encouraging environment (Fangtao et al.,
2017) to engage employees and build job satisfaction. This in return increases employee
longevity with the organization and reduces the attrition rate. If employees perceive that the
organization is negative, including that it is unscrupulous and dogmatic, it is a precursor to
the level of employee engagement with the organization (Aslam et al., 2018). Employees
may find it difficult to engage in the workplace if their perception of the organizational
culture is negative and if it does not meet their perceived expectations. Once the organization
is perceived by its employees that it lacks sympathy and understanding of what employees
are enduring at work, it can be detrimental to its operations and the employee’s intention to
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stay or leave the organization (Howland, 2001). On the other hand, if the perception is
positive, employees find that the organization is more supportive in nature. The organization
acknowledges their contributions, offer rewards and recognitions, training and development,
and opportunities for growth. When it is easier for employees to engage in the workplace,
there is a high probability that they might stay for a longer period.
The positive culture of state government organizations can influence employees’ job
satisfaction and motivation (Fangtao et al., 2017) which in turn influences their decision to
stay within state government employment. It is stated that if employees perceive that
organization is family oriented and shows a concern for family, then employees will have a
higher level of commitment to the organization (Rani et al., 2011). A higher level of
commitment is translated into longer employment with the same employer. There are factors
that employees consider that are reflective of organizational support, namely work-life
balance, consideration of well-being, family-oriented, tools to help manage stress, good
communication, and guidance and engagement from supervisors and leadership. Without all
or some of the preceding factors in the working environment, the organization encounters
high employee separation (Rusaw & Fisher, 2017). Even though it is stated that supervisors
have a more direct impact on employees, the leadership of the organization is also seen as a
role model and can have direct influence on some employees.
Upper leadership displays of support and encouragement to employees to have good
work-life balance is seen as another way that the organization is supportive (Rani et al.,
2011; Mor Barak et al., 2001). The overall supportive nature of supervisors, managers, and
executive leadership is a recipe to incentivize employees to be committed to the organization
or retain longer employment. A continued practice of support combined with other
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developmental opportunities for employees become ingrained in the fiber of the organization
resulting in the culture of the organization even when the workload is high and the
environment is stressful. A supportive environment in a study conducted with child welfare
professionals working in a stressful atmosphere with high caseloads shows that it leads to
high employee retention (Madden, Scannapieco & Painter, 2014). While support comes in
many forms, a focus on a continued investment in training and development with guidance
and involvement from human resource management may contribute to a higher retention rate.
A sustaining of a supportive culture and a change in employee’s perception of a supportive
organizational culture are major contributions that lead to employee retention.
Human Resource Management
In the NER, the function of human resource is not the same as it is in other
organizations and the private sector. It does not have a major role in the employee
development other than handling disciplinary processes and overseeing limited aspect of
recruitment. However, there is a need to get greater involvement from human resource in the
overall development of employee and the shifting of the organization culture. Human
resource management (HRM) is considered the most influential aspect of an organization
success (Kepha, et al., 2014). It was designed to oversee all aspect of the organization
employee process from advertisement of position to potential employees, from employee
tenure to termination or retirement. It encompasses the legalities of interactions between the
employer and employees. It advises organizations on strategies that retain employees and
oversees employee relations. Human resource assists the organization in identifying gaps and
hindrances which deter employee’s development from the viewpoint of the organization
(Rusaw & Fisher, 2017).
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Unfortunately, the practice of HRM is not the same in the private and public sectors.
Neither is it the same in all public sectors. The private sector has more freedom and
flexibility in their HRM processes while in government organizations, it is oftentimes seen as
inflexible, where the culture of employee relations is focused on tasks and its mission rather
than people (Selden, et al., 2001; Lavigna, 2002). If the focus is on the task rather than on
people then it is not likely that the organization is supportive of its employees. There are low
budgets for training, little training and career development for government employees
(Berman et al., 2013). State government human resource practice is believed to be inefficient
and ineffective when managing employees therefore, they look to the private sector that have
a human resource practice that is people-oriented (Selden et al., 2001; Lavigna, 2002) to
make changes to its human capital management. Government has to find the right balance
between people and task to retain employees.
There are criticisms of state government human resource management struggles with
effectiveness. The effectiveness is based on human resource abilities to recruit, select, and
retain employees (Lavigna, 2002). From in the 1990s, state government faced challenges in
creating an effective human resource management system that can help in the retainment of
employees. This is reflective of how human resources functions in the Florida Department of
Children and Families. As state government continues its struggles in human resource
management, they continue to look for best practices as a guide to improve on their abilities
to attract and retain talented employees (Kim, 2012). State government because of is sheer
bureaucracies have a difficult time shifting its practices of human resource management to
one that is similar to the private sector or have the flexibility as the private sector.
Legislators, taxpayers, and other tax watch groups keep government accountable to how they
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manage taxpayers’ dollars and employee professional development may not be considered a
good use of taxpayers’ money and it is not a priority for tax watchers and legislators
(Lavigna, 2002). The restrictiveness of legislations, policies and procedures deters changes in
HRM practices to managing human capital.
Modern day government leadership tries to find ways to keep talented employees
without making an adjustment to salaries. Many incentives are in the benefit packet with the
focus on low-cost health insurance for families and individuals, a sustained pension plan
upon retirement, and a possible student loan forgiveness which is not guaranteed.
Government with the lack of funds to offer monetary incentives such as merit pay based on
performance and/or annual cost of living adjustment increases, offers other forms of
incentives to motivate employees to stay (Waxin & Bateman, 2009). One of the nonmonetary incentives to help in the process of retaining employees is to provide opportunities
for professional training and development to employees. It is stated that when employees
perceive that employers are engaged in their development by offering training opportunities
beyond specific job trainings, they are more likely to maintain employment with the
employer for a longer period (Koster, et al., 2011).
HRM guides the organizations on best practices for human capital to support longterm employment. They are constantly shifting gears to implement practices that are suitable
for the organization and its human capital. Human capital is considered the combination of
employee’s experiences, knowledge, and skillsets used in an organization to contribute to the
organization’s success (Baron, 2011). It is important to the operation of an organization both
in the public and private sectors because services and products are highly unlikely to be made
or performed without employees. An appreciation of human capital can be found in the
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investment of training and development of employees not only for the success of the
organization but to retain employees so that employers are not constantly pouring money into
recruitment and selection. Employers are able to see their employees as contributors in the
organization when the employees’ experience professional and personal growth and are able
to apply knowledge gained in the organization (Kum et al, 2014).
HRM in government tries to emulate some aspect of the private sector to increase
their competitive edge and to recruit and retain the best employees (Waxin & Bateman,
2009). One practice that was shifted in government, based on the practices in the private
sector, is the decentralization of powers. Managers in government were given more
autonomy and flexibility offering incentives to employees (Waxin & Bateman, 2009).
Research has shown that there are many factors why employees leave an organization,
however, it also found that state employees if they are highly engaged and are provided
training to develop skills and learn new programs within the organization, they are more
likely to stay (Kim, 2012). As government sought to increase their employee retention, they
implemented training and development as a tool to help on the retention effort. They also
provide the opportunities for employees to use the knowledge gained from the training to
increased employee performance and to develop future leaders (Nadler, 1982).
HRM through its role in the organization, outlines areas where the organization needs
improvement and advises the executive leadership on how to keep current in leading and
managing its workforce. As the working environment becomes agile, the practices for
government to be flexible lies in the hands of HRM guidance and legislative mandates. With
the delegation of powers to managers to incentive employees, HRM becomes even more vital
in their guidance on how to retain employees. Human resources in the NER needs to be more
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involved with recruitment and selection process. They are trained professionals who are more
suited to provide in-depth guidance to the NER’s recruitment specialists in how to recruit
quality employees and assists in the adjustments of hiring practices, processes, and
procedures. They are appropriate for creating human resource strategies that benefit the
organization regardless of the NER’s economic and political positions.
Training and Development
Training and development are functions of human resource management. It is deemed
an essential part of human resources because of the effect it has on employee retention which
in turn leads to organizational success (Kepha et al., 2014). Training and development are
oftentimes referred to synonymously, however, there is a significant difference between the
two terminologies. Training “is the process of acquiring proficiency in some skill or skill set”
(Westcott, 2014, p. 1410k). Training is usually measured by the learner’s ability to
demonstrate the learned skill by producing desired outputs (Westcott, 2014). It is connected
to the task the employees have to perform for which they were hired. Specific job skillsets
training has the highest effect on work performance within the organization (Josan, 2012).
Training also address the inconsistencies between the job task and development (Kum et al,
2014). Development on the other hand, are the growth opportunities that are provided to
employees to enhance their professional skills and abilities for managerial/leadership
advancement as well as personal progression (Salah, 2016; Rusaw, 2004).
Training and development is considered a practice that provides employees with new
skills and knowledge which makes them marketable and give them the competitive edge to
succeed as well as make the organization successful (Koster, et al., 2011) as well as
highlights the roles and responsibilities of the employees. Development can occur in many
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forms for employees. The growth can be both professional and/or personal achievements and
not necessarily towards career advancement but rather an ambition fulfillment or goal for
personal achievement (Salah, 2016). Increases in employee’s productivity is a return on an
organization constant venture into employee growth (Kum et al., 2014).
Training and development are necessary to an organization’s success in operation and
retention of employees. Government organizations provide specific training which is the
knowledge and skills the employees need to use in the current job but rarely venture beyond
these training except for in-service trainings which are still connected to specific training.
The in-service trainings are used to recertify employees or keep them current for the job that
they were hired to perform. There are employees who are interested in what the organization
has to offer beyond the normal work training and a good benefit packet. Training and
development is essential to employees who value developmental opportunities and growth
rather than job security (Waxin & Bateman, 2009). Some employees value professional and
personal development irrespective of the stressful job tasks and salary.
The opportunities for training and development play an important role in employees
staying in state employment. Once employees know that they are rewarded and recognized
for their effort and contribution to the organization, they are more likely to remain employed
with the state. “Having opportunities for training and continuing education was rated as an
influential recruitment and retention factor” (Yeager & Wisniewski, 2017, p. 561).
Management has instituted leadership development training programs for supervisor,
managers and executive leadership to see if the growth opportunities make a difference in
creating an environment for employee to stay. However, those trainings are not offered to all
employees. If an employee knows that they are afforded other pieces of training to manage
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their stress, improve their work/life balance, develop their leadership skills and additional inservice training to increase their professional skills, they are then more likely to remain in
their employment.
There are studies which shows that training and development indirectly impact
employees remaining in the organization (Kundu & Lata, 2017). A lower retention rate for
the organization results in slow service delivery, low performance and a higher cost for the
organization. “High rates of turnover result in the financial burden” (Augsberger, et al., 2012,
p. 84) for the organization. To reduce the financial burden and the constant cycle of
recruitment and training, a venture in human development beyond job specific training may
be the way to offset the high attrition rate and might incentivize employees to remain with
the organization longer. The resources spent on constant recruitment can instead be invested
in training and development. The objectives of training and development is not only to
increase employee retention, it is to engage employees, provide a culture of support, to
increase a positive perception of the organization, and to meet employee’s expectation while
working within the organization.
There many studies that focused on training and development, its effect on
employees, and the negative and positive ways it influences the organizations and its
employees. Studies show that it contributes to employee retention, job satisfaction, employee
morale and motivation (Chatzimouratidis, et al., 2012; Koster et al., 2011; Kellum, 2013;
Elnaga & Imran, 2013; Onyanga & Wanyoike, 2014). Organizations that provide
development to their employees have a higher rate of success because the development
contributes to an improvement in efficacy, a variety of viewpoints, and employee retention
(Clarke & Higgs, 2016; Koster et al., 2011). State government in some of their high paced,
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high stress positions is having difficulties achieving the retention rate to fully succeed at their
mission. It is theorized that if supervisors who have direct contact with frontline employees
are provided the training and support to become effective supervisors then they might
contribute to a positive change in the retention rate (Renner, et al., 2009). In the absent of
training and development, high stress professions see it as a critical factor that affects
employee morale. When employees’ morale is low, employees tend to leave the organization
(Kellum, 2013). A study conducted with public health nurses who have a similar stress level
jobs as CPIs and APIs indicated that the offering of training and continued development in an
organization is influential in the recruitment and retention process (Yeager & Wisniewski,
2017). An investment in training and professional development of all employees (human
capital) regardless of their role in the organization positions the organization for greater
success (Koster et al., 2011).
Training and development benefits both the organization and its employees. If
employees are not provided opportunities to be developed beyond their regular job duties,
they are more likely to leave the organization (Managing for Employee Retention, 2017).
One of the greatest benefits of training and development to the organization success is having
a talented pool of employees who are ready for leadership positions. The organization
benefits from seeing an increase in the quality of products and services and low probabilities
of infrequent work-related incidents, increase in employee attendance, and employee loyalty.
The benefit to employees is not only developing leadership skills and contributing to the
organization but it also positions them for future career advancement whether they stay or
leave the organization (Kum et al., 2014). Organizations’ investment in training and
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development puts them in a situation to have a pool of developed employees to move around
the organizations as needed and in times of economic downturn.
Professional Development
Professional development falls under the category of training and development.
Organization invests in professional development to increase the skills of their employees so
that the organization can provide services with innovation and effectiveness. Organizations
position themselves with a competitive advantage in their sector when they are improving the
skillsets of employees through technological advancement and learning mechanisms based
on their roles in the organization (Mpofu & Hlatywayo, 2015). Professional Development is
defined as the improvement of the aptitudes of employees through internal and external
training opportunities. It is the deliberate practice implemented and enforced by employers
where employees transfer knowledge, build skills and increase abilities (Centers for Disease
Control and Prevention, 2019). There was a shift in how government advanced and hired
employees as mentioned in the Pendleton Act of 1883. Instead of promoting employees by
political nepotism appointments, they were promoted by competency-based appointments
(Rusaw & Fisher, 2017).
The Pendleton Act provided a structure on how the government can hire for some
federal positions. It states that government must hire using the open competitive system to
acquire individuals on the basis of their skills, education, and experiences for some positions
instead of using nepotism or putting their friends or political contributor in federal positions
(Berman, et al., 2013). This open the government employment doors for many individuals to
have access to government positions. The public sector employees know that they can be
rewarded for their education, experiences and skillsets through promotional opportunities
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even if they are not political affiliated or have a relationship with a political figure. This
implied that employees who have the educational background, experiences and who takes the
time to improve on their skillset and increased their knowledge (professional development)
are more likely to be promoted in government organizations. The Pendleton Act paves the
way for employees to look beyond their normal work knowledge and abilities to gain
additional skills. It also provided government the opportunity to create an environment that
offers professional development to employees beyond their normal work functions. The
Pendleton Act led to pragmatic progressivism encouraging training and educational
advancement in government that may lead to employee retention (Rusaw & Fisher, 2017).
Professional development is a long-term implementation of learning opportunities
and applications of acquired knowledge and skills which is either taught within the
organization or acquired through training taken outside of the organization. It is only
effective and beneficial to the organization if the culture is supportive of employee
development and growth, encourages learning, and provides the resources for employees to
participate in learning beyond their regular job knowledge (Rusaw & Fisher, 2017). It is
stated that employees do not leave the organization, they leave their supervisors. Therefore,
organizations should provide professional development to enhance supervisors’ ability to
create and maintain an environment of support and engage their direct reports (Kleiman,
2016; Smith, 2005). Employee engagement and support may help in the reduction of the
attrition rate and quell the employee’s feeling of wanting to leave the organization based on
actions of their supervisor. Organization have the moral duty to provide the avenues for their
employees to increase in their knowledge, skills and abilities and to build their leadership
capacity by engaging and supporting their employees through professional development
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(Alsop, 2013). These same organizations also should create an environment where learning
and increased in knowledge and skills can be transferred on the job and put into practice.
At times, employers see certain leadership abilities in some of their employees that is
beneficial for the organization and for succession planning. It is incumbent on the employers
to find ways to fully assist the employees in their leadership development and gear those
leadership skills towards the benefit of the organization which lead to continuity of the
organization (Alsop, 2013). When government is interested in professional development and
is struggling to finance training and development, they can build professional development
capacity through different formats. The formats can either be informal and/or prescribed
training such as shadowing, mentoring, and partnerships with similar organizations to have
joint training. When the budget is not an issue and professional development is seen as a vital
part of employee retention, government can contract with institutions to develop leadership
programs that are suitable for the organization (Nadler, 1982). Professional development is
not a one time or once a year event that must be checked off by the organization as one of the
tasks that is completed on a checklist. It is a continuous practice that occurs throughout the
life cycle of the employee tenure with the organization and should be consistent and well
maintained. The maintenance of professional competence requires a continuing awareness
and an understanding of relevant technical, professional and business developments (Lee,
Tsai, Lu, & Dong, 2016).
Organizations retain employees by ensuring that there are ample opportunities for
professionally and personally growth and career advancement in the organizations on a
regular basis (National Instruments measures success by employee satisfaction, 2014;
Scannapieco & Connell-Carick, 2007). Organizations often benefit more from professional
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development than the employees. New skills and knowledge are implemented on the job to
improve outcomes, employees are kept current in their skillsets which also improve
outcomes, and they use best practices to give the organization a competitive advantage as it
conforms to new technologies (Al-Nuseirat & Biyguatane, 2014). The organizations also
benefit from the low cost associated with recruitment because employees are staying longer.
Research shows that quality service delivery and employee performance is a direct
correlation to quality training and development programs (Mpofu & Hlatywayo, 2015). For
organization to be able to retain employees for longer periods, employees need to see and
know that the organization is not only invested in their development but they should be able
to see a visible growth and movement in career advancement either for themselves or for
others in the organization.
Program Evaluation
Government do not frequently conduct evaluations to determine if processes and
procedures are operating efficiently even though they are meeting expectations. Even though
meeting expectations is acceptable, but to improve productivity, an evaluation of the
processes and procedures should be performed. Likewise, an evaluation of the recruitment
strategy in an organization may lead to an increase in employee retention because recruiters
are able to adjust their hiring practices using the recommendations and information gained
from the evaluation. Regular evaluation helps the organization to make decision about
performance, quality, and outcome with the results (Landsman, 2007). The evaluation of any
training and development program is crucial to the organization because the outcome of the
evaluation is the deciding factor to either continue the program in its current state, make
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adjustment based on recommendations, or terminate the program because it has not met its
objectives.
Research states that government organizations significantly conduct less assessments
of training programs to determine their success or impact on the organization and employees
than the private sector (Waxin & Bateman, 2009). Program evaluation is considered an
important step in the training and development process for organization to determine if they
are achieving the right kind of return on their effort to develop their employees (Rajasekar &
Khan, 2013). It is also the last step to the implementation process of any training program.
McCourt & Sola outlined the four steps in training and development and implementation.
The impact of the professional development training is the last step in process (as cited in AlNuseirat & Biyguatane, 2014, p.3). Therefore, if organization wants to know if the training
made a difference in employees and has met its objective then they must conduct an
evaluation of the program. Research indicates that organizations who are invested and
interested in keeping their valuable asset should evaluate their employee retention programs
to find opportunities for improvement and if the programs are meeting their objectives
(Managing for Employee Retention, 2017).
Conclusion
The literature discussed the importance of organization culture, human resource
management, training and development, professional development, and program evaluation
on employees and the organization. It discussed the influence they have on how employees
perceive the organization and its leadership which determines if employees stay or leave the
organization. There are studies mentioned above on the effect of training and development on
employees to have the skills and knowledge to perform their everyday duties and how it
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helps in employee retention. There are also studies on organization culture and the impact it
has on employees and retention. However, based on the depth of this research, there are not
many studies that provide a collective examination of training and professional development
on employees beyond their daily duties and how it impacts the organization culture,
employees’ perception of the organization, leadership development, and employee retention.
This study emphasizes the shared development of all levels of employees from frontline to
executive leadership beyond their normal work functions through training and professional
development, transferring of training knowledge in their working and personal environments,
and management accountability to ensure that knowledge is transferred. The overarching
study examines the impact the Region Professional Development program has on the
organization culture, employee retention, and on the employee’s attitudes and beliefs about
their job and workplace. This type of study reveals a gap in the literature that needs to be
addressed and explored in-depth in different organizations.
Most studies that were reviewed for the impact of professional development are
conducted in the education profession. With this gap in research, this study will hopefully
provide more information to add to the repertoire of literature in the public sector other than
the education profession. It focuses on all employees in an organization moving
simultaneously toward professional development and growth beyond pre-service trainings,
in-service trainings, and on the job trainings. It examines the combined impact of training
and development on employees, the organization culture, employee perceptions, and
retention through qualitative and quantitative research methods and multiple regression
analysis. The subsequent chapter addresses the methods and procedures used in the research
to determine its objectives.
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Chapter 3: Research Methodology
The Northeast Region (NER) implemented a training and development program
known as the Region Professional Development and Training program to address the high
employee attrition rate, to improve the organization culture to one that is more supportive
and to assess how the training and development program influences employees. Prior
research has studied the factors that cause employees to stay or to leave the organization:
unclear employee expectations, low promotional opportunities, “collaboration, supervisory
relationships, respect, fairness, rewards and promotions, educational opportunities, or
innovative work” (Cloutier, Felusiak, Hill, & Pemberton-Jones 2015, p. 5). The objective of
this dissertation is to examine the impact of training and development on Florida State
government employees in the (NER). This study aims to find the impact of the training and
development on the organization culture, employee retention, and on the employee’s
attitudes and beliefs about their job and workplace.
To examine the impact of professional development and training on the organization
culture, employee retention, and on the employee’s attitudes and beliefs about their job and
workplace. The evaluation addresses the following questions:
Research Question 1: Did the leadership training program have a positive influence on the
supervisor?
Research Question 2: Did the leadership program improve supervisors’ abilities to provide a
supportive environment for their direct reports?
Research Question 3: Did the training and development program improve employees’
perceptions of a supportive organizational environment?
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Research Question 4: Did the training and development program have an effect on
employees’ decision-making processes or actions involved in beginning or continuing to seek
employment elsewhere outside of the organization?
Even though the purpose of this dissertation is to examine the research questions to
determine if it met its objectives, understandings and findings that were not considered or
incorporated in the research questions were found in the examination process and the
analysis of the results. These insights are deemed important and used in the recommendation
section of the dissertation.
Evaluation Design
Evaluation is defined as “identification, clarification, and application of defensible
criteria to determine an evaluation object’s value, quality, utility, effectiveness, or
significance in relation to those criteria” (Worthen, Sanders, & Fitzpatrick, 1997, pg. 5).
Evaluation is designated into two categories formative and summative (Worthen, Sanders, &
Fitzpatrick, 1997). The formative evaluation examines the training program to show the areas
of weaknesses for the participants or the organization in which they can improve. Summative
evaluation examines the training program to show if the participants have achieved a certain
standard or outcome determined before the participants engaged in the training program
(English & English, 2019). This study used the formative evaluation as the more appropriate
evaluation process between formative and summative. Based on the definition of formative
evaluation, it was chosen because it is examining the changes made based on impact or effect
and not on a certain standard or benchmark. This study examined the impact of training and
development on employees and the organization and determined the type of improvement
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that is needed in the organization culture, employees’ perception of the organization, and the
decision to maintain or terminate the Region Professional Development program.
Procedure
Before the evaluation of the program was considered, the NER implemented a robust
professional development program to engage employees. Employees (frontline to executive
leadership) had the opportunity to acquire new skills or refine their current skillsets by
participating in a variety of trainings. The leadership development trainings were mandatory
for supervisors, managers, and executive leaders. The program has been in operation for two
and half years and the NER decided that an evaluation of the program is needed to determine
if it met its objectives. The first decision made for the evaluation process is to do it internally
because of budgetary constraints. This means that unbiased internal evaluators need to be
identified for the evaluation process. There are some studies conducted on internal evaluation
and the advantages of having internal evaluators. According to Volkov (2011), internal
evaluation is defined as
a comprehensive and context-dependent system of intraorganizational processes and
resources for implementing and promoting evaluation activities for the purposes of
generating credible and practical knowledge to inform decision making, to make
judgments about and improve programs and policies, and to influence organizational
learning and decision-making behavior (p. 27).
The NER does not have an evaluation department or evaluators whose sole job
function is process improvement or evaluation of programs. Some employees in the NER
serve in multiple roles. Internal evaluators may have multiple roles in the organization and
may step in the role of evaluator when needed and are considered employed by the
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organization (Baron, 2011). The value of using internal evaluator is the in-depth knowledge
and skills that they possess about the organization, processes, and programs compared to the
external evaluators who need to learn the organization and the program need evaluating. The
internal evaluator is able to start the evaluation process quicker than the external evaluator
because they are already in the organization and can defend the use of the findings
appropriate because of prior program knowledge and organization history (Worthen, Sanders
& Fitzpatrick, 1997). If funds are limited, the role of the internal evaluators in addition to
other duties becomes a financial savings to the organization as well as the knowledge lend to
the evaluation process (Bourgeois & Cousins, 2013; Carman, 2007; Stockdill, Baizerman, &
Compton, 2002).
The NER’s Region Professional Development Coordinator is the evaluator of the
program and currently serves in the role of Region’s professional program developer and
facilitator, a member of the NER leadership team, and a Project Management Professional
(PMP). As a holder of the PMP certification, the evaluator has knowledge on how to conduct
unbiased and ethical assessments which is covered in the PMP certification process. Even
though the Region Professional Development Coordinator is the evaluator of the professional
development program, the evaluation is also overseen by the Region Managing Director
(RMD), the leader of the NER to ensure that it is ethical, impartial, and judicious. Using an
internal evaluator is not considered a limitation for the evaluation process because any
decision made regarding the organization and its employees based on the evaluation is to be
determined by the results of the evaluation.
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Program Design
The professional development program outlined in Chapter 1 was designed to involve
all employees in the NER. Employees have equal opportunities to participate in professional
development using different learning formats and courses that will professionally and
personally benefit them. As stated in Chapter 1, this research is focusing on New Employee
Orientation (NEO), New Supervisor Orientation, Frontline Leader Training, The Leadership
Academy, Mid-Level Leader Training, and Executive Leadership Training in the evaluation
process. Each training is designed to directly impact the culture of the organization if the
employees utilizes the information provided in the training. The trainings are offered to
different level of employees, from the moment they accept employment with the NER to the
day that they leave the NER. The leadership trainings have overlapping contents. For
instance, some of the contents covered in the Leadership Academy such as the personality
and leadership assessments were covered in all of the leadership trainings. Therefore,
providing reinforcement of certain practices and reassessment of some of their leadership
skills and qualities. The following figure is a visual of the layers in NER leadership designed
for the purpose of this study. After which an explanation of the training offered are describe
below.
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Figure 3
NER Partial Leadership Chart

Note: Created from NER Organization Chart http://eww.dcf.state.fl.us/ne/docs/NEOrgChart
There are a few trainings that are selected from the Region Professional
Development Program that the NER thinks have made an impact on its employees and the
organization. Employees attendance to these trainings play a factor in employee retention, a
positive shift in the organization culture and leadership development. The trainings are New
Employee Orientation, New Supervisor Orientation, Frontline Leader Training, Mid-Level
Leadership Training, Executive Leadership Training, and The Leadership Academy (Florida
Department of Children and Families, 2017). These trainings are described below to provide
an overview of the training contents that makes them suitable for the research.
New Employee Orientation - designed for employees who are new to the Florida
Department of Children and Families or new to the NER. New employees get the opportunity
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to network with the NER’s program directors and the executive leadership team. The
orientation provides an overview of the major and auxiliary programs operating in the NER
and a discussion of the statewide core values of the organization. New employees are
required to attend orientation during their first two weeks of employment. Most new
employees start on orientation day and it is their first full interaction with the NER after their
encounters with the recruitment and selection team. New Employee Orientation occurs every
other Friday in a combined format of virtual and in-person. The NER is comprised of twenty
counties and with the furthest county about three hours driving time away from the NER
headquarters. New employees whose working location is more than 45 minutes of the NER’s
headquarters can attend orientation virtually.
New Supervisor Orientation – designed for employees who are promoted to frontline
supervisor. The orientation provides the information and tools supervisors need lead and
manage their direct reports. The topics covered are on establishing and maintaining
performance expectation, what to do and expect when a new employee becomes a part of the
supervisor’s unit, emotional intelligence, conflict resolution, timesheet management, how to
create a supporting environment, and communication strategies. New supervisor orientation
occurs a minimum of three times per year and it is also based on how often employees are
promoted to supervisors. New supervisors attend orientation within the first month of their
promotion.
Frontline Leader Training – designed for frontline supervisors (new and experienced).
The topics covered are Visionary Leadership, Emotional Intelligence, Foundations of
Leadership, Rewards and Recognition, Building Internal and External Relationships,
Building and Leading Effective Teams, Conflict Resolution, Talent Management, Change
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Management, Leading Change, and the Myers-Briggs Type Indicator (MBTI) objective is to
assist the supervisors with learning their personality type, to have a clearer understanding of
the four dichotomies of personality types, to verified their own type based on your MBTI
assessment and their beliefs, to be able to distinguish types, traits, and behaviors of
themselves and other people, reflect on their strengths and weaknesses related to type, and
start identifying ways to use differences constructively.
The Frontline Leader training occurs twice a year for six days broken into two
sessions (three consecutive days per session) within a six-week period. It is mandatory for all
supervisors, and it is a statewide Florida Department of Children and Families standardized
training for its supervisors. This training ensures that all frontline supervisors are given the
same tools for consistency in supervisory performance and practices across the State. For
each topic covered in the training, the supervisors created action plans that they need to
implement with their teams to put into practice the knowledge gained in the training. The
action plans are discussed with their supervisors (managers) as a means of accountability and
for feasibility. It is also used as a communication tool between managers and supervisors in
their monthly conferences.
Mid-Level Leadership Training – designed for managers (Operation Managers,
Public Administrators, and Operation Consultant Managers) and covers the same topics in
the Frontline-Leader Training with a higher-level overview and explanation of leadership.
Mid-Level Leadership Training occurs annually for six days broken into two sessions (three
consecutive days per session) within a six-week period. It is mandatory for all managers and
a statewide Florida Department of Children and Families standardized training for its
managers. Managers develop action plans for each topic covered in the training to be
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implemented on the job. They discuss the action plans and their progress with their
supervisors in their monthly meetings for accountability and feasibility accountability. Midlevel manager turnover in the organization is extremely low therefore, the training is offered
annually. This training ensures that all managers are giving the same tools to standardized
mid-level management processes across the State.
Executive Leadership Training – the four-day training is designed for the executive
leaders such as program directors and regional managing director, region planner, and other
members of the leadership team. The training is titled Leading with Resilience and covers
self-awareness of leadership strengths, critical leadership, communication, strategic thinking,
influence, learning agility, and Myers Briggs FIRO-B which is a personality test that focus
on measuring interpersonal skills using inclusion, control, and affection as the measurement
tool. It is facilitated by an outside training institution, Leadership Development Institute. The
turnover rate for the executive leadership team is low and the cost of the training are the
reasons it is offered once every two years or when new leaders are appointed to the executive
leadership team across the State. Executive leaders are in a position to develop and leverage
process improvement, procedures and influence the organizational culture which they
discussed with their supervisors.
Leadership Academy – this is available for those who desires a leadership role and for
supervisors who have less than three years of supervision within the NER. The employee
cannot be on a performance corrective plan or in probationary status unless the probation is
because of a promotion. The Leadership Academy meets for two consecutive days per month
over a nine-months period within a calendar year. The program covers various leadership
styles assessment, leadership concepts, coaching, decision making, delegation, marketing,
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best practices, human capital planning, budget, labor laws, communication, human resource
management, continuous improvement, emergency management, crisis management,
formulating and forecasting, strategic thinking, public speaking, and project presentations.
Participation in the Leadership Academy is not guaranteed a promotion to a leadership
position but it provides the pre-requisite that are desired within leaders for leadership
positions. This training helps the NER in building their leadership capacity and fulfill some
aspect of succession planning. Participants have quarterly meetings with their supervisors
who should discussed any concepts that the participants developed in the training for
feasibility.
Employees who attend some of these trainings might attend training multiple training
sessions/types of training in the same month based on scheduling. However, the scheduling
of the trainings takes into consideration the employee’s normal workload and try to minimize
overlapping of trainings as much as possible. In the case of the Leadership Academy which
runs for nine months in a calendar year, some supervisors who are in the Leadership
Academy may have to attend the mandatory Frontline Leader Training and New Supervisor
Orientation which overlap with the Leadership Academy but not on the same dates within the
month. This overlap is due to employees currently attending the Leadership Academy getting
promotions to supervisory positions at the time that the Frontline Leader Training or New
Supervisor Orientation is scheduled for the same month.
Population Sample and Selection
Before the population for the research was selected and contacted for the survey
(discussed in the following section), the evaluator received approval from the Institutional
Review Board (see Appendix A). The evaluator is employed by the organization as the
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Region Professional Development Coordinator, who organizes and facilitate trainings for the
employees. The evaluator has access to their training tracker and the training sign-in sheets to
verify training attendance before contacting the participants. The Northeast Region (NER)
uses emails as a major form of communication. Therefore, the evaluator has received
permission from the NER’s Region Managing Director to use the research participants’ email
addresses from the training attendance records. Permission was also granted to contact the
research participants through Microsoft Outlook, which is the email communication software
used in the organization. If an email address was not available on the training attendance
record, it was retrieved from Microsoft Outlook. All the direct reports’ email addresses are
taken from Microsoft Outlook. The participants were contacted through email to offer them
the opportunity to voluntarily participate in the research project. The quantity and the
selection of participants are subjected to staff turnover.
The participants are two groups of employees of the Northeast Region of the Florida
Department of Children and Families. The first group is divided into supervisors and
executive leadership. This group was recruited to participate based on their attendance to a
leadership training program offered by the NER. A total of 30 supervisors responded out of a
population of 60 supervisors. The executive leadership which includes managers, regional
managing director, and program directors. A total of 10 executive leaders voluntarily
participated in the research out of a population of 15. Participants from group one attended at
least one of the following training, the Leadership Academy, Frontline Leadership, MidLevel Leadership, or Executive Leadership Training.
The second group is the direct reports (frontline employees) of supervisors. Although
the research is focused on frontline employees in the CPIs, APIs and ESSSI positions, it
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extended the survey to other employees who are also considered frontline employees in a
supporting capacity to the CPIs, ESSSIs, and APIs who directly report to the supervisors.
The supporting employees are staff assistants, ESSSIIs, and specialists. This helped provide
validity and reliability for this research and helped to ascertain if they had similar perceptions
of the supervisors and the organizations even though they work in a different capacity where
the work is not considered high stress. The supervisors must have attended at least one
leadership training offered by the NER namely, Frontline Leadership Training (mandatory)
and/or Leadership Academy. The direct reports were selected from an excel spreadsheet of
employees obtained from the NER’s Human Resource Business Partner. The data in the
excel spreadsheet was updated in the prior month to when the survey link was sent to the
participants to ensure that the employee information was current and that they were still
employed with the NER. The spreadsheet contained the names and contact information of the
supervisor and their direct reports. The survey was sent to 240 frontline employees using
their email addresses accessed from the outlook email database.
The participants were not compensated to participate in the research. Their
participation was totally voluntary. The evaluator sent blind-copied emails to the interview
and survey participants to introduce the research project and invited them to voluntarily
participate in the research. Each participant was instructed on the informed consent and
confidentiality of the study (see Appendices E, F, G). All information and data collected for
the purpose of the research are maintained for 3 -7 years based on the policies and procedures
of the NER. The last day to destroy the results and materials associated with the research is
March 31, 2027. The electronic survey questions, results, and any electronic information
from the interviews are stored on a secured server in a password protected file. The evaluator
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who was also employed by the NER is the only one with access to the password. The face to
face interview and paper copies of the informed consent forms and any paper documents
from the interview are located in the NER and stored in a secured file cabinet. The evaluator
maintains the key for the secured cabinet. If and when necessary, access will be granted to
the NER Regional Managing Director where the survey and interviews were conducted, one
of the Data Analyst in the NER, and the faculty advisor upon request.
Online Survey Design
The survey questions were created based on the combination of the desired outcome
that the NER would want from the research, the results of the climate surveys, and the
appropriate answers that can be generated for the research questions associated with the
survey. It is focused on the employees’ perception of the organization to assess the
organization culture and on the employees’ decision to stay or leave the organization which
addresses employee retention. The online survey (see Appendix B) was conducted using
Survey Monkey for anonymity to gather the most candid responses from the participants.
This format also makes it easier for the participants to complete the survey using any device
that has an internet connection such as tablet, computer or cell phone as long as they use the
customized survey link.
The evaluator sent a blind-copied email to the survey participants (frontline
employees/direct reports) to introduce the research project and to invite them to voluntarily
participate in the research. To keep the survey participants’ responses anonymous as much as
possible, the link to the survey was sent in the introductory email on a Tuesday during the
workday (Appendix C). The informed consent statement was highlighted at the beginning of
the survey providing the opportunity for the participants to opt out of the survey and not to
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participate in the research. Once the participant checked the informed consent icon, giving
their consent to participate in the research, the survey questions become available. At the end
of the survey, there is a disclaimer giving the participants another opportunity to not
participate in the research. The survey is not valid and cannot be used in the research process
if the participant does not click the submit button at the end of the survey.
The length of time it takes to complete the survey took between 5 and 10 minutes.
The survey remained open for two weeks with a reminder notification of the survey send to
the participants 5 days before the survey closed. The IP addresses and names of the
participants were not collected to add another layer of anonymity and confidentiality. When
the survey results were checked a day before the deadline date, the response rate was below
50% (n=120). The survey closing date was extended another two weeks to get more
responses. Two additional reminder emails were sent to the participants before the survey
closed. The participant rate increased to 53% after the extension. The participant rate was
subjected to employee turnover and voluntary participation.
Interview Design
The interview questions were designed from the research questions and it took into
consideration the desired outcome of the study. It focused on the leadership skills and
abilities of supervisors and executive leadership that were either refined or obtained from
attending one of the leadership training programs. A blind-copied email was sent to the
interviewed participants to introduce the research and seek their voluntarily participation
(Appendix H). Once the participants indicated their willingness to participate in the research
by responding positively to the email, the evaluator scheduled an agreed upon date and time
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to conduct the interviews. An outlook calendar invitation with an attached electronic copy of
the informed consent form to be reviewed before the interview was sent to each participant.
The participants who are in the same building as the evaluator were interviewed face
to face in the evaluator’s office or the participant’s office behind closed door to maintain
confidentiality. The evaluator provided a paper copy of the informed consent form to the
participants. The evaluator read and explained the informed consent form and statement, seek
verbal agreement that they understood the meaning of the informed consent and that the
interview will be recorded, and provided another opportunity for the participant to decline
participation in the research (Appendices E, F, I). The participants were told that they could
stop the interview at any point during the interview conversation and opt out of the study if
they feel uncomfortable or no longer want to participate. The participants signed the
informed consent form in front of the evaluator and gave the evaluator the signed form. The
participants had the option to ask for a copy of the signed informed consent form. While the
interviews were recording, the evaluator also took hand written notes of the conversations.
The recordings of the interviews were later transcribed using normal procedure, dated, and
kept confidential with all the interview materials. The length of the interviews ranged
between 15 and 30 minutes to be completed.
For participants who were not located in the same office building as the evaluator,
their interviews were conducted through video conferencing using Skype. In the online
Skype interview, the evaluator asked the participants if they received and read the informed
consent form that was attached to the calendar invitation. If they stated that they do not have
it, the evaluator sends them another copy and ask for them to retrieve it from their email. The
evaluator read and explained the informed consent form and statement, seek verbal
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agreement that they understood the meaning of informed consent and that the interview will
be recorded, and provided another opportunity for the participant to decline participation in
the research (Appendices E, F, I).
Since it is an online interview, the participants gave verbal recorded consent that they
understood the informed consent and that they are still willing to participate in the research.
The participants were told that they could stop the interview at any point during the interview
conversation and opt out of the study if they feel uncomfortable or no longer want to
participate. Although the participants gave verbal acknowledgements of the informed
consent, they were encouraged to print, sign and return a copy through email so that the
evaluator has a physical signed copy of the informed consent form. While the interview was
recorded, the evaluator also took hand written notes of the conversation. The recordings of
the interviews were later transcribed using normal procedure, dated, and kept confidential
with all the interview materials. The length of the interviews ranged between 15 and 30
minutes to be completed.
The semi-structured interviews were conducted with a combination of 30 supervisors
and 10 executive leaders who volunteered to participate in the research. A semi structured
interview is used when the interviewer has knowledge of the research topic and the types of
questions to ask (Hesse-Biber, 2016). Since the evaluator who is also the interviewer is an
employee of the Region Professional Development program and have knowledge of the topic
and types of questions, the semi-structured interview format was used. The interviews
consisted of 13 questions and were completed during the evaluator’s/interviewer’s lunch
break, Monday through Friday between the hours of 12 p.m. and 2 p.m. Some of the
questions asked in the interview were “How many leadership development trainings have
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you attended in the last 2 years in the organization?” “What portion of the Frontline Leader
Training helped you in your role as a supervisor?” “How did it help you?” A full list to the
interview questions is provided in Appendix D. The participant rate for the interview was
based on supervisor turnover, leave of absences, and willingness to participate.
Methodology and Statistical Analysis
As in any evaluation research, a mixed-method approach is typically used to
strengthen the data developed in the research even though, the strength of the evaluation is
not determined by any particular method. Strength in terms of the evaluation is gained by the
appropriateness of the research questions, suitability of the data collection, its analysis, and
the explanation of the findings (Patton, 2008). The mixed method approach allows for
triangulation and comparison of data to increase understanding of the information provided
in the research to provide credibility of the outcomes (Hess et al., 2015). The purpose of this
study is to examine the impact of the training and development on the organization culture,
employee retention, and on the employee’s attitudes and beliefs about their job and
workplace. The ultimate goal is to improve the organization culture to one that is supportive
by enhancing the leadership skillsets for leaders in the NER and providing the leaders
opportunities to implement what was taught in the leadership trainings.
Some of the questions on the interview and survey were both quantitative and
qualitative. The quantitative questions used a rating scale which is addressed after the
qualitative analysis. The interviews which were transcribed from the recording along with the
handwritten notes were kept together and categorized by participants with their initials on the
documents so that the documents are not separated. The data were coded using words and
phrases similar in meaning. Coding is the assigning of meaning to text and involves
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interpretation and analysis of the meanings (Hesse-Biber, 2016). For the coding of this
research qualitative data, analytical coding was used. Analytical coding is one form of
coding; it is where broad range of meaning (Hesse-Biber, 2016) is given to the responses in
the interview and the open-ended questions in the survey. The transcribed and hand-written
notes were transferred into a set of categories which fully described the data and provide the
opportunity to do a deeper analysis of the data. The same process was used to code the
qualitative survey question.
The data cycled through two phases. Phase one is recognizing the information and
what was coded and phase two is the analysis of the coded data. An excel spreadsheet was
then used to capture the themes and the responses of the interview participants and the
qualitative question on the survey. The participants’ numbers were placed in the first column
and themes were used as column headings in the other columns. The coding of the
participants’ identification numbers was Exe. 1-10 for executive leaders (10 total), Sup. 1-30
for supervisor (30 total), and Res.1-64 for the survey participants (64 total). Once the
participant’s responses match the theme, the number one is placed in the theme column
which correlates with the participant’s number.
The theme columns were summed for quantity to determine the numerical value and
the descending order it used in the statistical analysis software. If there were unique
comments that are beneficial to the research then that was placed in the last column after the
theme columns correlating with their participant’s number. The thematic data were later
transferred to IBM SPSS 24 software (statistical software) as variables using nominal values
from the greatest number to the least. Theme column totals that were less than three were
pooled into an others category. The analysis of the qualitative questions was explored using
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various inferential analysis. Additional information on the results of the analysis are explored
in Chapter 4.
Each survey response was thoroughly reviewed to determine if there was difficulty in
completing the survey, were all the questions answered or if only the rated scale questions
were answered. Based on the review of the survey responses, all questions were answered.
The additional comment question of the survey was missing responses. 47% of participants
answered the qualitative question. The additional comment question was inserted in the
survey to address any other thoughts that the participants might have that was not posed in
the rating scale questions. This provided more details into the overall views of how
employees perceive the NER and their leadership team. The qualitative coding process for
the survey was outlined above. It followed the same process as the qualitative interview
questions.
The quantitative data in the survey used a five-point Likert scale ranging from
strongly agree to strongly disagree. Survey Monkey which is the software used to conduct
the survey, presented the results in table and graph (bar chart) formats. However, the table
shows numbers instead of percentages. The results that were shown in tables were transferred
to Excel software and converted to percentages. A graph was generated for each question in
Excel to show the graphs in percentage format. The analysis of the results is explained in
Chapter 4.
The coded data were analyzed using multiple regression because of the nature of the
research questions and the desired outcome. The use of multiple regression for the statistical
method to examine the impact of the training and development program allowed for the
examination of cause and effect of variables. Multiple regression analysis is the examination
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of the effect of numerous independent variables on a dependent variable (Abu, 2016).
Multiple regression examined which sets of factors (independent variables) based on themes
generated indicated statistical differences in the number of leadership training attended
(dependent variable) and what aspects of those factors had an influence on supervisors and
executive leaders. In other words, what aspect in the training and development program that
influenced the supervisors and executive leaders to change their behaviors, increased their
engagement with their direct reports, and to create a culture of support.
There are two statistical tests that were used to determine the statistical differences
and correlations between the independent and dependent variables for effect, credibility, and
validity. Pearson Product-Moment Correlation Coefficient (Pearson’s r Correlation) has
examined how strong is the direct relationship between continuous independent and
dependent variables (Abu-Bader, 2016). Using Pearson’s r Correlation, it has shown that
there is a relationship between the number of leadership training attended and the factors
(themes) that were generated in the data analysis process. Sample size of 30 or more is
needed to meet the parametric assumption. The sample size for this aspect of the research is
40 which means that it has met the parametric assumption to use the Pearson’s r Correlation.
The data collected for the independent and dependent variables was collected simultaneously
which is another assumption met in order to use the Pearson’s r Correlation. Factorial
ANOVA examines the relationship between one dependent variable and two or more
independent variables simultaneously to test the interaction effect (Abu-Bader, 2016).
ANOVA examines the relationships between the factors and is used to compare it to the
results of the Pearson ‘s r Correlation as a means for credibility and validity. The statistical
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methods determine the impact of the training and development program on the organization
culture, employee’s perception including retention, supervisors, and executive leadership.
Reliability, Validity, and Limitation
The number of participants who responded to voluntarily participate in the research
resulted in a small sample size for the survey (64 out of 120) and the interview (40 out of 75).
The small sample size provided an avenue for various threats to the reliability and the
validity of the data. The internal validity of the responses may be affected if the participants
answered the questions based on their relationship with the evaluator and the evaluator’s
position in the organization. The participants may answer the questions based on what they
think the Professional Development Coordinator who is also the evaluator and who is a part
of the NER executive leadership team would want to hear instead of providing candid
answers. Another internal threat to the research is that participants may provide the answer
because they might fear that the survey and interview are not totally confidential. Therefore,
they may not be candid even though confidentiality and anonymity were discussed in length.
The role of the Professional Development Coordinator is to facilitate and coordinate
the leadership training and development program and this can be a limitation to the research.
While this may be miniscule in the participants’ responses, it may have an impact on the
responses to the survey and the interview questions. Even though some of the participants
may not know the evaluator personally, they may have attended a training program facilitated
by the evaluator and their responses maybe a reflection of the evaluator’s position or
knowledge about the evaluator. Therefore, there is a possibility that the answers in the
interview and survey may be skewed because the evaluator is known to the participants.
However, this research assumes that the evaluator’s direct involvement in the research had no
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substantial impact on the outcome of the research. Another limitation is the sample size of
the participants. Small sample sizes may reflect a low confidence level value and not be
reflective of the general population nor it may not show the true effect (Hacksaw, 2008).

67
Chapter 4: Results and Analysis
This study seeks to examine the impact of the training and development on the
organization culture, employee retention, and on the employee’s attitudes and beliefs about
their job and the workplace. The results for the research was determined by a group of 64
out of 120 survey participants, 10 out of 15 executive leadership employees, and 30 out of
50 supervisors who voluntarily participated and responded to the survey and the interview
questions. The remainder of this chapter outlines and examines the results of the survey and
the interviews.
The survey was measured by Survey Monkey instrument, Excel software, and IBM
SPSS methods described in the previous chapter. The survey was sent to frontline
employees who are directly overseen by supervisors who attended at least one of the training
and development program described in Chapter 3. The survey portion of the study is
specifically correlated to the direct reports and how they perceive the organization culture,
their supervisor and, their decision to stay or leave the organization (retention) based on the
implementation of the Region Professional Development Program.
Interviews were conducted with a combined total of 40 supervisors and executive
leaders. The interview questions are related to supervisors and executive leaders regarding
their thoughts about the Region Professional Development Program and which aspect of the
training and development program had on influence on them and which portion did they
implemented to lead and manage their direct reports. In this section, an examination of the
survey results occurs first, followed by the examination of the results of the interview
questions. Connections will be made between the survey and interview questions when they
correlate with each other and when they can be combined to answer anyone of the research
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questions. The survey and the interview questions are used in triangulation where possible to
answer the research questions for reliability and validity.
The survey questions have provided an understanding of the direct reports’ perception
of the organization culture, their supervisors and their decision to stay or leave the
organization. The following three figures show the descriptive information of the survey
participants. Figure 4.1 displays titles of the participants. The Others category represents
frontline employees (Field support analysts, Record Technicians, Family Services Counselor,
ESSSII, Interview Clerk, CCSPE, Investigative Specialist I, Program Office, and HSPS) who
report directly to supervisors but work in a different capacity from the CPIs, APIs, and
ESSSIs. They are also susceptible to leave the organization but at a lower rate. While the
focus of this research is on the CPIs, APIs and ESSSIs because of their high attrition rate, the
other frontline employees (Others) who responded to the survey serve as
triangulation/validity of the responses because they provided an insight into how they also
perceive their supervisors and the organization culture. If the responses are similar or display
similar themes then it is determined that the complete responses are valid. Of the survey
participants, 25.0% was ESSSIs, 29.69% was CPIs, and 7.81% was APIs. Overall, 62.5% of
the survey responses were from the employees that the research is focused on to evaluate
their retention rate, perceptions and organization culture. In other words, majority of the
responses received are generated from the group of employees that the organization is
attempting to retain for a longer period of time.
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Figure 4.1
Survey Participants’ Job Title
Question 1: Please select your job title - N = 64.
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35%
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
Figure 4.2 shows the length of time survey participants (direct reports) are employed
with the NER. Based on the NER turnover report, frontline employees (CPIs, APIs, and
ESSSIs) have left the organization within two years of employment (Florida Department of
Children and Families, 2020). Using the results of the study shown in Figure 4.2, 51.57% of
employees are remaining with the organization. This number is the combined percentages of
employees staying in the organization less than 6-months, 7-12 months, and 1-2 years. Figure
4.2 shows that 23.44% of survey participants have been working for 12 months or less,
28.3% of the survey participants have been working with the organization between one to
two years, and 48.44% of the participants have been working with the NER for more than
three years. In 2017, the average percentage of employees staying with the organization
among the three types of employees (CPIs, APIs, and ESSSIs) is 43.06% (Florida
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Department of Children and Families, 2020). Prior to 2017, 40.9% was the average percent
of CPIs, ESSSIs, and APIs remaining with the organization (Florida Department of Children
and Families, 2020). The 51.57% shown in the result is greater than the percentage of
employees who have remained with employment in the years prior to the implementation of
the Region Professional Development Program. This proves that the impact of the training
and development program on supervisors, supervisor’s creating an environment of support,
and the availability of a variety of professional trainings have a positive effect on employees
staying employed in the NER.
Figure 4.2
Survey participants’ Length of Employment with the NER
Question 2: Length of Work - N = 64

Percentage of Responses
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less
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
Figure 4.3 shows the educational level of the survey participants. 56.25% of
participants possess a bachelor’s degree which is the minimum degree requirement for the
API and CPI positions. A high school diploma is the minimum education requirement for
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the ESSSIs position. The other position that is included in the sample population for the
survey is the administrative/staff assistant position which also requires a minimum of a high
school diploma. 21.88% of participants indicates that they possess a high school diploma
and 20.31% possesses a master’s degree. Even though high school diploma is the minimum
level of degree for the ESSSIs, based on the result, it can be implied that some ESSSIs
possess a bachelor’s degree. Using the result for questions 2 (Length of Work) and 3 (Level
of education) of the survey, the evaluator wanted to know if there is a relationship between
the level of education and the length of employment. Does the level of degree determine the
length of stay in the NER? The correlation statistical method was used to determine if a
relationship exist between the two variables.
Correlation examines the strength and direction of the relationship between variables
to see if there is a negative or positive impact on each variable based on the variables in the
calculation (Abu, 2016). Table 4.1 shows the result of the correlation operation. The result
shows that there is no relationship between length of employment and education level with a
p-value of -.253 where p < .05; if p was less than .05 then a relationship exists between the
two variables. Therefore, the length of employment has no effect or impact on the level of
education. It does not contribute to the determination if an employee decides to stay or leave
the organization (retention) and may not play a factor in the recruitment process especially
for the ESSSI position where a high school diploma or a bachelor’s degree is acceptable for
the education portion of the position requirement.
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Figure 4.3
Survey Participants’ Level of Education
Question 3: What is your level of education? N = 64
56.25%

Percentage of Responses
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
Table 4.1
Correlation Between Length of Employment and Education
Correlations
Length of Employment
Education

Pearson Correlation
Sig. (2-tailed)
N

-.253*
.044
64

Note. Generated from IBM SPSS Statistics (Version 26) Software.
* Correlation is significant at the 0.05 level (2-tailed).
Figure 4.4 shows the satisfaction percent of participants with their current position
within the NER. A combined response between Agree and Strongly Agree reflects that 71.88%
of participants stated that they are satisfied with their current job. This is an indicator that
employees stay longer if they are satisfied with their job. 12.5% of participants stated that they
are dissatisfied and strongly dissatisfied with their job. This is a small number compared to
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those that are satisfied. Those who answered in the neutral category are unsure of their level
of satisfaction and can either fall in the categories of agree or disagree if the question was
further explored in the survey.
Figure 4.4
Survey Participants’ Job Satisfaction
Question 4: I feel satisfied with my job - N= 64
56.25%
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Note. Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
The next six figures and two tables display the answers to the research questions. Did
the training and development program improve employees’ perceptions of a supportive
organizational environment? Did the training and development program have an effect on
employees’ decision-making processes or actions involved in beginning or continuing to seek
employment elsewhere outside of the organization? Figure 4.5 shows that 81.25 % of the
survey participants are motivated to give their best in the organization. This is a combination
of Agree and Strongly Agree responses. 10.64% from the combined Disagree and Strongly
Disagree categories mentioned that they are not motivated to give their best to the
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organization. The high percentage of participants who had a favorable response proved that
their perceptions of the organization culture to one that is supportive has improved.
Supervisors were able to provide an environment that is encouraging and engaging and not
demoralizing. Employees feel motivated to do their best based on what they received from
their supervisors and the positive organization culture.
Figure 4.5
Survey Participants’ Motivation to Give Their Best to the Organization

Percentage of Responses

Question 5: I feel motivated ot give my best to the organization N = 64
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
Figure 4.6 shows that employees are kept engaged and informed by their supervisors
through communication. The combined responses from the Agree and Strongly Agree
categories illustrate that 82.81% of participants indicate that they are kept informed about
important issues that affect their job duties, processes, and procedures. Supervisors are
ensuring that employees have what is necessary for them to perform their duties. This result
also displays that supervisors are engaging their employees and providing an environment of
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support (organization culture) as noted above. It helps to strengthen the positive perception
that employees have of the organization culture as stated in the previous paragraphs. In one
of the interview results, communication was one of the topics in the leadership training that
influenced supervisor as indicated in Tables 4.2 and 4.3. Supervisors, managers, and
executive leaders stated that communication helped in their leadership role and also helped to
lead their direct reports. The responses from the direct reports, supervisors, managers, and
executive leaders are similar and are used to validate each other and serve as triangulation.
This result shows communication is getting to all levels of employees including the frontline.
Figure 4.6
My Supervisor Keeps Me Informed About Important Issues
Question 6: My Supervisor keeps me informed about important issues N = 64

Percentage of Responses
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
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Table 4.2
What Topic Covered in the Training that Helped in Your Leadership Role?
Training Module Helped_in_Leadership_Role1

Frequency

Percent

Emotional Intelligence

14

35.0

Leadership Styles Assessment

7

17.5

Communication

6

15.0

Personality Assessment

3

7.5

Other

10

25.0

Total

40

100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Table 4.3
What Topic Helped to Lead Their Direct Reports
Topic_Helped_Lead_Direct_Reports1

Frequency

Percent

Building Effective Teams

12

30.0

Rewards and Recognition

7

17.5

Communication

3

7.5

Personality Assessment

5

12.5

Other

13

32.5

40

100.0

Total

Note. Generated from IBM SPSS Statistics (Version 26) Software.
The following three figures indicate the participants’ responses to a supportive
organization culture and environment. Participants were asked if their supervisors listened to
their ideas and opinions. As can be seen in Figure 4.7, 78.13% of the responses show that
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employees are given opportunities to express their ideas and opinions when Strongly Agree
and Agree categories are combined compared to almost 11.0% who were not provided the
opportunity when the Disagree and the Strongly Disagree categories are combined. The
supportive culture can also be seen in Figure 4.9, where the result reflects that 65.63% of
participants who selected Strongly Agree and Agree indicated that they are appreciated for
the work they perform and their contribution to the organization compared to 20.0% who
indicated that they are not appreciated by their supervisors. Showing employees that they are
appreciated and their contribution is important are factors that helps in the employee’s
decision to stay or leave the NER. As a means for validity, supervisors and executive
leadership provided their feedback on a similar question. “Are you encouraged to share your
ideas?” The result reflects that 70.0% of supervisors stated that they are encouraged by their
supervisors to share their ideas and contribute to the organization and 90.0% of executive
leaders stated that they are encouraged to share their ideas and contribute to the organization.
It is not surprising that there was a higher favorable response from the executive leaders.
They are the leaders navigating the NER, therefore, ideas are requested and generated for
implementation to keep the NER functioning.
It is revealed in the result that supervisors who are encouraged to share their ideas and
contribute to the organization provide the same opportunities for their direct reports. The
results for the supervisors and the direct reports have similar percentages, 70.0% and 78.13%
respectively. This is another indication that the culture of the organization is supportive and
engaging from executive leadership to frontline employees. It also an indication of the
employee’s perception of a positive organization culture. In Figure 4.8, 81.25% of
participants indicate that their supervisors provide feedback on their work quality, how they
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are progressing, and provide solutions for improvement compared to 14% mentioned that
they do not get feedback from their supervisors. Supervisors engaging employees about their
performance and how they can improve is connected to the communication topic that leaders
used to help in their leadership roles and is also connected with employee’s perception of a
supportive environment. Employees knowing how they are performing on a regular basis
provides the necessary information they need for improvement or appreciation that they are
doing the job well. Getting this kind of communication about their performance is another
factor that helps in their decision to stay or leave the NER.
Figure 4.7
My Supervisor Listens to My Ideas and Opinions
Question 7: My supervisor listens to my ideas and opinions - N = 64
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
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Figure 4.8
My Supervisor Helps Me Understand How I am Doing and How I can Improve

Percentage of Responses

Question 8: My supervisor helps me understand how I am
doing and how I can improve - N = 64
50%
45%
40%
35%
30%
25%
20%
15%
10%
5%
0%

45.31%
35.94%

Strongly
agree

Agree

4.69%

6.25%

7.81%

Neither
agree nor
disagree

Disagree

Strongly
disagree

Responses

Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
Figure 4.9
I am Appreciated for the Work I Do and My Contribution to the Organization
Question 9: I am appreciated for the work I do and my
contribution to the organization - N = 64
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
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Survey participants were asked if the availability of different training in the
organization helped in their decision process to stay in the organization. Shown in Figure
4.10 and using the combined result of Strongly Agree and Agree, 53.13% indicate that the
trainings offered play a role in their decision to stay within the organization. On the other
hand, 28.13% stated that the trainings are not a factor in staying in the organization. Almost
19% of the participants are neutral which can either fall in the Agree or Disagree categories.
The result indicates that most employees who are given the opportunities to participate in
professional development take it into consideration when deciding to stay or leave the
organization. This result proves that employees want training opportunities beyond the
training they get for their normal duties.
Figure 4.10
Availability of Different Training Programs
Question 10: The availability of different trainings helps in my
decision to stay in the organization - N= 64
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When participants were asked about the leadership skills displayed by their
supervisors that factored in their decision to stay in the organization, the skills that resulted in
more than 50.0% are empathy, good communicator, commitment and passion, and honesty
and integrity. In Figure 4.11, commitment and passion was the highest ranked skill at 63.0%.
When supervisors are committed and passionate about their work, it provides an environment
that is conducive for their direct reports to feel comfortable, committed and passionate too
about the work. When supervisors and executive leaders where asked about the modules
(topics) of any of the leadership trainings that helped in their leadership role, Emotional
Intelligence, Leadership Styles Assessment, and Communication, were the top three answers
as can be seen in Table 4.2 displayed above. Supervisors and executive leadership having
knowledge about their leadership styles and their emotions are able to use that knowledge to
regulate themselves to appropriately lead their direct reports.
When they were asked which module (topic) in the training that helped in leading
their direct reports, they indicated that Building Effective Teams, Rewards and Recognitions,
and Communication were the top three answers shown in Table 4.3 displayed above.
Supervisors applying the information obtained in the trainings created an environment where
employees are encouraged to stay. The responses provided by the supervisors, executive
leader, and the direct reports are a reflection of each other. The modules the supervisors
indicated that they implemented from the leadership training, correlates to the leadership
skills (qualities) that the direct reports stated that they see displayed in their supervisor. They
were also asked how do they know the modules implemented in leading their direct reports
and helped in their role as a leader had an influence on their direct reports. The supervisors
responded that they see improved communication, improved working environment, trust, and
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improved morale in their direct reports and in the organization culture/working environment.
These were the top four answers and is displayed in Tables 4.4 and 4.5. Some of the
interview participants indicated more than one response to the question, therefore, two tables
are displayed.
The results in both tables reflect that the organization culture is moving in the right
direction because employees are trusting their supervisors, the working environment is
improving, and there is improvement in communication. The improved moral indicator is a
factor that helps employees in their decision to stay or leave the organization. Organizations
that are able to enhance employee moral are likely to have a favorable retention rate.
Employee morale is one factor that affects retention which is discussed in employee retention
researches and was also noted in the literature review in Chapter 2.
Figure 4.11
Leadership Skills that Encourages You to Stay

Leadership Skills

Question 11: Which leadership skills does your supervisor display
that encourage you to stay in the organization?
Vision and Purpose
Transparency
Humility
Emotional Intelligence
Resilience
Empathy
Creativity and Innovation
Delegation and Empowerment
Accountability
Decision Making Capabilities
Good Communicator
Commitment and Passion
Inspire Others
Confidence
Honesty and integrity

36%
41%
42%
45%
33%
53%
25%
27%
44%
45%
59%
66%
44%
44%
63%
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Note. Data generated from SurveyMonkey.
Figure created in Microsoft Excel (Version 2010).
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Table 4.4
Influence on Direct Reports 1
Influence on Direct Reports 1
Frequency

Percent

Improved Communication
Improved Working Environment

11
5

27.5
12.5

Trust
Team Unity Help Each Other
Improved Morale
Feel Recognized
Other
Total

6
5
7
2
4
40

15.0
12.5
17.5
5.0
10.0
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Table 4.5
Influence on Direct Reports 2
Influence on Direct Reports 2

Valid

Missing
Total

Improved Working Environment
Trust
Team Unity Help Each Other
Improved Morale
Feel Recognized
Other
Total
System

Frequency
2
3
1
4
6
4
20
20
40

Percent
5.0
7.5
2.5
10.0
15.0
10.0
50.0
50.0
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
In the survey, participants were asked if they would leave and what would be the
reason should they consider leaving employment with the NER. 82.8 % responded that they
would leave and 10.9% stated that they will not leave or even considered leaving as shown
in Table 4.6. The top three reasons that they would leave are salary, poor leadership, and
high work load. Some stated more than one reason therefore, Tables 4.7 and 4.8 are shown
with their responses. The NER is not able to give salary increases to all employees, it takes
legislative actions to provide the funds and approve salary increase across the board for all
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state employees or segments of employees. Therefore, for the purpose of this study, salary
increases are not considered. However, the study focuses on poor leadership and workload
which are also factors that affect retention. 15.6% indicated poor leadership which is
defined as lack of communication, poor judgement, and the supervisor is not supportive.
When the previous survey results were checked for correlation to this question, survey
participants who indicated Disagree and Strongly Disagree for questions 4 to 9 shown in
Figures 4.5 to 4.10, that covered communication, supervisory support, and job satisfaction
showed similar percentage in their responses. The response percentage range from 10.31%
to 20.32%. This shows that there is a relationship in the responses for employees who are
not satisfied, who are not encouraged and who do not view their supervisors as leaders to
those who would leave the organization or considered leaving the organization.
Table 4.6:
Will You Leave Employment?
Will You Leave Employment?
Frequency
Percent
Leave Employment
Yes
53
82.8
No
7
10.9
Not applicable
4
6.3
Total
64
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
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Table 4.7
Reasons if You Decide to Leave the NER 1
Reasons to Leave 1
Frequency
Reasons
Salary
Poor Leadership
High Work Load
No Reason
Other
Total

26
10
6
11
11
64

Percent
40.6
15.6
9.4
17.2
17.2
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Table 4.8
Reasons if You Decide to Leave the NER 2
Reasons to Leave 2
Frequency

Percent

1
4
2
7
57
64

1.6
6.3
3.1
10.9
89.1
100.0

Reasons
Valid

Missing
Total

Salary
High Work Load
Other
Total
System

Note. Generated from IBM SPSS Statistics (Version 26) Software.
The results of the interview answered the following research questions. Did the
leadership training program have a positive influence on the supervisor? Did the leadership
program improve supervisors’ abilities to provide a supportive environment for their direct
reports? Multiple regression analysis was used to examine the impact of training and
development on supervisors and executive leaders. Tables 4.9 to 4.12 display the descriptive
statistic of the interview participants. There were 30 supervisors and 10 executive leaders
with a combined total of 40 participants of which 7 were males and 33 were females (Table
4.9). In Table 4.10, it shows the maximum number of leadership training attended by 1
participant is 10, however, the majority (14) of the participants attended only 1 leadership
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training, followed by the next highest number of 10 participants who attended 2 leadership
trainings. In Table 4.11, it shows that the degree level of the participants is mostly at the
master’s level with a total of 22, followed by the bachelor’s level at 15. It is noteworthy to
mentioned that 2 participants only had some college education. This is rare in the NER
because supervisors and higher level of leadership employees generally possess a minimum
of a bachelor’s degree. This would be an indication that the participants may have many
years of experience in the profession and were promoted based on long-standing experiences
and strong work ethics. Currently in the NER, supervisor and above positions require a
minimum of a bachelor’s degree. Table 4.12 displays the length of time in supervision.
Majority of the participants have 2 or less years of supervisory experience. There are 4
participants who have more than 20 years of supervisory experiences. The range in the
supervisory/leadership experiences indicates that the study covered supervisors with little
experiences and those with vast experiences. Therefore, it captured the viewpoints of the
leadership training across a long spectrum of experiences and also shows that regardless of
the years of experiences, there is still room for improvement in leadership skills and abilities.
Table 4.9
Gender and Participants’ ID
Gender and Participant ID

Frequency

Percent

Male

7

17.5

Female

33

82.5

Total

40

100.0

Executive Leader

10

25.0

Supervisor

30

75.0

Total

40

100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.

87
Table 4.10
The Number of Leadership Training Attended
# of Leadership Training Attended
# of Training
1
2
3
4
5
7
10
Total

Frequency
14
10
9
3
2
1
1
40

Percent
35.0
25.0
22.5
7.5
5.0
2.5
2.5
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Table 4.11
Interview Participants’ Level of Education
Level of Education
Degree
Bachelor
Masters
Doctorate
Some College
Total

Frequency
15
22
1
2
40

Percent
37.5
55.0
2.5
5.0
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
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Table 4.12
Length of Time as a Supervisor
Length of Time in Supervision
# of Years
1
2
3
4
6
7
9
10
13
14
15
16
17
20
24
Total

Frequency
6
6
3
3
4
3
2
3
1
1
1
2
1
2
2
40

Percent
15.0
15.0
7.5
7.5
10.0
7.5
5.0
7.5
2.5
2.5
2.5
5.0
2.5
5.0
5.0
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
A number of multiple regression analysis were performed in the IBM SPSS software
using the independent and dependent variables to determine the result. The many attempts
did not change the result of the analysis. The factor that emerges as the one that has the most
impact on the dependent variable is ideas are encouraged. The following Table 4.13 shows
the number and types of variables entered in the multiple regression analysis. The dependent
variable is the number of leadership trainings attended and the others are the 10 independent
variables.
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Table 4.13
Statistical Description of the Variables (Independent and Dependent)
Descriptive Statistics

Num_Leadership_Training_Attended
Action_Plan_Implemented
Helped_in_Leadership__Role1
How_Helped_Role1
How_Ideas_Encouraged
Ideas_Encouraged
Influence_on_Direct_Reports1
Recognition
Topic_Helped_Lead_Direct_Reports1
Types_of_Recognition
Length_in_Supervision

Mean
2.50
1.18
2.70
1.88
3.88
1.25
3.35
1.25
3.00
3.20
7.78

Std. Deviation
1.840
.385
1.620
.404
1.964
.439
2.020
.439
1.695
2.041
6.761

N
40
40
40
40
40
40
40
40
40
40
40

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Independent Variable: Number of Leadership Training Attended.
Ideas Encouraged is determined to be the one question that was asked in the interview
that a played vital role and was influential to supervisors and executive leaders. This result
captured an aspect of communication, employee engagement, and a supportive organizational
culture. When looking back at Question 7 of the survey displayed in Figure 4.8, 78.13% of
the participants indicated that their supervisor listens to their ideas and opinions. Their
responses correlate to the result of the multiple regression analysis (Ideas Encouraged).
Supervisors model the way for their direct reports based on how their direct supervisor is
leading them.
The model summary, Table 4.14 shows that Ideas Encouraged accounts for 10.1% (R
Square) variance in the Number of Leadership Training Attended. Ideas Encouraged has a
.318 (R) correlation with Number of Leadership Training Attended. In other words, Ideas
Encouraged is the best predictor of Number of Leadership Training Attended with a
significance of .046 where the p-value is significant at .05. The more leadership training
attended, supervisors and managers are best equipped to engage their employees and create
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an environment of support. In Table 4.15 (ANOVA), a confirmation of the prediction is
validated showing that Ideas Encouraged is indeed a predictor of Number of Leadership
Training Attended with a significance of (F = 4.2, p < .046). Even though the value of F ratio
is low with only one variable in the multiple regression equation, it still shows that the
independent variable has a level of significant to the dependent variable with an overall level
of .046. Table 4.16 also confirms the significance of the relationship between Ideas
Encouraged and Number of Leadership Training Attended. The Coefficients reflect that for
every time a supervisor’s idea is encouraged by managers and executive leadership, an
increased is predicted in the number of leadership training attended. It shows that Ideas
Encouraged (independent variable) is statistically significant to the Number of Leadership
Training Attended (dependent variable) with a p-value of .046 where alpha is p > .05
(considered statistically not significant if p-value is greater than .05).
Table 4.14
Result of Multiple Regression Analysis – Model Summary
Model

R

R
Square

Adjusted
R Square

1

.318a

.101

.077

Model Summaryb
Std. Error of
the Estimate
R Square Change
1.767
.101

Change Statistics
F Change
4.270

Note. Generated from IBM SPSS Statistics (Version 26) Software.
a

Predictors: (Constant), Ideas_Encouraged

b

Dependent Variable: Num_Leadership_Training_Attended

df1
1

df2
38

Sig. F Change
.046
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Table 4.15
Result of Multiple Regression Analysis – ANOVA
ANOVAa
Model
1

Sum of Squares

df

Mean Square

F

Sig.

Regression

13.333

1

13.333

4.270

.046b

Residual

118.667

38

3.123

Total

132.000

39

Note. Generated from IBM SPSS Statistics (Version 26) Software.
a

b

Dependent Variable: Num_Leadership_Training_Attended
Predictors: (Constant), Ideas_Encouraged

Table 4.16
Result of Multiple Regression Analysis – Coefficients
Model

1

(Constant)
Ideas_Encouraged

Unstandardized
Coefficients

Coefficientsa
Standardized
Coefficients

B

Std. Error

Beta

.833
1.333

.854
.645

.318

t

Sig.

.976 .335
2.066 .046

95.0% Confidence
Interval for B
Lower
Bound
-.895
.027

Upper
Bound
2.561
2.640

Note. Generated from IBM SPSS Statistics (Version 26) Software.
a

Dependent Variable: Num_Leadership_Training_Attended
Overall, the result of the multiple regression analysis shows that Ideas Encouraged

accounts for 10.1% variance in the Number of Leadership Training Attended. However,
89.9% of the variance is unaccounted. Ideas Encouraged is the only predictor in the
regression equation for Number of Leadership Training Attended. Although the level of
significance between the variables seems low, Ideas Encouraged still has enough effect on
Number of Leadership Training Attended to be even counted in the equation.
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Chapter 5: Summary of Key Findings, Recommendations, and Conclusion
The purpose of this dissertation is to examine the impact of training and development
on the organization culture, employee retention, and on the employee’s attitudes and beliefs
about their job and workplace. The Northeast Region (NER) implemented a training and
development program known as The Region Professional Development and Training
program to address the high employee attrition rate, to improve the organization culture to
one that is supportive and to examine how the training and development program affects
employees’ leadership skills. As a residual of the evaluation of the impact of the training and
development program on employees and the organization, the research also provided
information on whether to keep the Region Professional Development and Training program
or to improve upon the current design of the program. The research relied on interviews,
survey, literature review and a history of the professional development program and its
inception. The participants in the survey and interview were supervisors, the NER executive
leadership team, and direct reports of the supervisors who provided valuable information to
determine the outcome of the research. The rest of the chapter discusses the Summary of Key
Findings, recommendation, limitations, future research, and conclusion.
Summary of Key Findings
The summary of key findings discusses information that are important to note and
were derived from the interpretation of the results. The key findings were taken from the
information received from the following research questions:
1. Did the leadership training program have a positive influence on the supervisor?
2. Did the leadership program improve supervisors’ abilities to provide a supportive
environment for their direct reports?
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3. Did the training and development program improve employees’ perceptions of a
supportive organizational environment?
4. Did the training and development program have an effect on employees’
decision-making processes or actions involved in beginning or continuing to seek
employment elsewhere outside of the organization?
Each question is addressed individually and may have overlaps because the research
questions are connected based on the key findings. Four Key Findings emerged from the
evaluation process that are deemed relevant to the research and are discussed below.
Key finding one: This is based on the research question. Did the leadership training
program have a positive influence on the supervisor? The leadership training program had a
positive influence on supervisors. This research question addressed a critical aspect of the
research and the need to conduct the evaluation. One focus of the research was on
supervision to determine if they are creating a supportive environment for their direct reports
and to determine if they have implemented and/or developed leadership skills from attending
at least one leadership training. Based on the responses from the direct reports of the
supervisors and the analysis of the data received from the interviews, it is evident that the
training and development program had a positive impact on supervisors and executive
leadership. Supervisors implemented and used information provided in the training and
development program to manage and lead their direct reports. Supervisors also emulated
their direct supervisors by increasing communication with their direct reports and provided
an atmosphere where they are able to voice their opinions.
In Figure 4.8 that was mentioned in Chapter 4 and Table 5.1 below, they show that
supervisors whose ideas are encouraged by their supervisors (managers), reciprocate the
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same behaviors by listening to their direct reports. There are similar percentages of the direct
reports’ responses and the supervisors’ responses to the questions of Ideas Encouraged and
My Supervisor Listens to My Opinions and Ideas. Of the respondents, 21 out of 30 (70%)
supervisors responded that they are encouraged to give their ideas by their supervisors
(managers) while 78% of direct reports who stated that they agree and strongly agree that
their supervisors listen to their opinions and ideas. This level of modeling the way and
trickling the same behaviors down to the frontline employees reflect consistency and
uniformity in supervision across the NER levels of leadership and in the organization culture.
It is also worth noting again that executive leaders hold a higher percentage of ideas
encouraged than supervisors. Executive leaders are at 90% while supervisors are at 70%.
This result is due to the fact that directors and managers (executive leadership team) are
supposed to contribute to the growth of the NER. They are responsible for the ultimate
operations of the NER and the directions that the NER takes in the future.
Table 5.1
Are Ideas Encouraged?

Participant ID
Total

Executive Leader
Supervisor

Ideas_Encouraged
Yes
No
9
1
21
9
30
10

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Another finding that the impact of leadership and training program had on supervisors
is the topics/modules that they implemented based on the what they received or found
beneficial in the program. Supervisors and executive leadership deemed it important to
implement the topics/modules to improve their relationships with their direct reports as well
as improve their leadership skills. In Tables 4.2 and 4.3 which were discussed in Chapter 4,
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they showed that supervisors implemented Emotional Intelligence and Leadership Style
Assessment were the leading module/topic that helped them lead their direct reports.
Emotional intelligence which covers information on self-regulation, self-management,
motivation, and empathy provided information on how supervisors can regulate their
emotions and respond in the appropriate manner to their direct reports based on the
circumstances and the environment. As well as leadership style assessment provided
information on how they lead so that they are mindful of how they manage task and lead
employees. Building Effective Teams and Rewards and Recognition provided information on
the personality of the team members and ensuring that they are recognized for their
contribution to the organization or the work that they perform is another way of showing
support to their direct reports. If supervisors are using the techniques learnt in the topics and
using what they learnt about themselves, then it is highly likely that they are shifting the
culture to one that is supportive of their direct reports. This is also evident in the responses
from their direct report which shows that 66% stated that they are appreciated for the work
that they do and 81% stated that they are motivated to give their best to the organization.
Key finding two: Did the leadership program improve supervisors’ abilities to
provide a supportive environment for their direct reports? In addition to the supervisor
implementing what they have learnt on how to regulate their emotions, rewarding their
employees, having knowledge about their leadership style, and emulating their direct
supervisors (managers) as stated above, supervisors were able to see a visible improvement
in communication, improved morale and, trust not only between the supervisors and the
direct reports but also amongst the direct reports, see Table 4.4 discussed in Chapter 4. This
key finding demonstrates that most supervisors are providing a supportive environment for
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their direct reports because not only do they communicate with them, they also display
leadership qualities that inspires a supportive atmosphere. In additional support to the key
findings and using the information discussed in Chapter 4, 83% of the direct reports stated
that they are kept informed about important issues, 72% stated that they like their job and
78% stated that their supervisor listens to them. These results show that supervisors are
creating a supportive environment that encourages their direct report to stay longer in the
organization by improving their communication, creating opportunities to improve employee
morale and trust.
Key finding three: Did the training and development program improve employees’
perceptions of a supportive organizational environment? Looking at the results from the
responses of the direct reports, it is shown that 66% of direct reports are appreciated for the
work that they perform. 78% of direct reports responded that they are able to give their
opinions and express their ideas and 81% responded that they are provided feedback on their
work performance either for improvement or reassurance of doing a good job. This is an
indication that employees are free to express their thoughts and know that their supervisors
are listening and seeing and acknowledging their contribution in the organization. 81% of
direct reports stated that they feel motivated to do their best at work. This high percentage
would not be possible if supervisors were not encouraging and supporting their employees.
Researches reflected that employees do not leave their job, they leave their supervisors
(Kleiman, 2016; Smith, 2005). This aspect of the survey response corroborates what other
researches have already found to be factual and it still has not changed. In the Key Finding
two, supervisors saw an improvement in employee morale, an increase in employee morale is
a factor for employee to stay longer in the organization (Castellanos & Martin, 2011; Kim &
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Ployhart, 2014; Chatzimouratidis, et al., 2012; Koster et al., 2011; Kellum, 2013; Elnaga &
Imran, 2013; Onyanga & Wanyoike, 2014).
Another finding to support employee’s perception of a supportive environment is the
high percentage (83%) of direct reports who stated that their supervisors keep them informed
of important issues that affect their work and the organization. In addition to the perception
of a supportive environment, over 60% responded that the two categories of characteristics
displayed by their supervisor were honesty and integrity and commitment and passion which
played a factor in what is considered a supportive environment. Trusting their supervisor
plays an important factor in the employee’s positive perception of the organization.
Key finding four: Did the training and development program have an effect on
employees’ decision-making processes or actions involved in beginning or continuing to seek
employment elsewhere outside of the organization? The Region Professional Development
Program had a positive influence on the direct reports’ or frontline employees’ decision to
stay in the organization. 53% of the survey participants responded that the availability of a
variety of trainings impacted their decision to stay. On the other hand, using the results from
the other survey questions indicated that the training and development program also had
indirect influences on the employees’ decision-making processes or actions involved in
beginning or continuing to seek employment elsewhere outside of the organization. Key
findings one to three played an indirect but an important role to the result of employee’s
decision to stay. If supervisors were not creating a supportive environment or implementing
what they have learnt in the training and development program, then the percentage of
employees seeking employment outside of the organization would have been greater. All the
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results in this study directly or indirectly impact employees’ decision-making processes or
actions involved in beginning or continuing to seek employment outside of the organization.
Overall, the impact of the training and development on the organization culture,
employee retention, and on the employee’s attitudes and beliefs about their job and
workplace shows an improvement in the working environment, organization culture, and on
the retention of employees. The results of the study demonstrated that the NER is moving in
the right direction with the retention rate, organization culture, and providing the
opportunities for leadership skills development. The retention rate in 2019 for APIs (64%),
CPIs (57%) and ESSSIs (75%) shows an increase in CPIs and ESSSs employees staying
longer within the organization but a reduction in APIs staying in the organization (Florida
Department of Children and Families, 2020). The ESSSls retention rate shows a significant
increase from the retention rate in 2018. See Table 5.2 for the retention rate for three
consecutive years for APIs, CPIs, and ESSSls. The training and development program was
fully implemented in the latter part of 2017 and showing the rate over the three-year period is
significant to this research. The retention rate is trending in the right direction for CPIs and
ESSSls which can be contributed to the implementation of the Region Professional
Development Program. There may be additional factors influencing the retention rate for
APIs that were not studied or revealed in this research. With an increase in the retention rate
and the impact that the training and development program has on employees, positions the
organization to have a talented pool of employees who are ready for leadership roles and for
each program to have a succession plan.
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Table 5.2
NER Retention Rate
Staff
APIs
CPIs
ESSSIs

2017
67%
56%
67%

Retention Rates
2018
70%
53%
57%

2019
64%
57%
75%

Source. Created from the Florida Department of Children and Families Dashboard.
https://myflfamilies.com/programs/.
Recommendation
The information gathered from the examination of the impact of the training and
development on the organization culture, employee retention, and on the employee’s
attitudes and beliefs about their job and workplace denotes that there is room for
improvement. Even though the evaluation of the program showed that it was influential on
direct reports, organization culture, supervisor, managers, and executive leadership, there are
some recommendations to consider if the organization is to continue trending in the right
direction and proceeds to keep the Region Professional Development and Training program.
It is recommended that the training and development program continue to offer the variety of
trainings to all levels of employees with yearly modifications. The modification should be
based on the economic and political atmospheres which have a high influence government
organization and employee surveys. The Northeast Region of Florida State Government
(NER) should continue the practice of conducting the annual climate survey to get feedback
from all levels of the organization and appropriately adjust the Region Professional
Development and Training Program to address the results of the climate survey.
Some of the unique feedback from the survey and interview participants provided
more information for recommendation to the program. The tables were generated from
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additional information provided by the participants and were coded into themes. The
feedback is necessary to note because of what it highlights for the training and development
program. The responses are reflected in Table 7 and Table 8 below. In Table 7, there is not
much that can be done for salary and more manpower without legislative approval and that
can be a lengthy process but, in the meantime, the NER can continue to improve on the
organizational culture to get a better outcome to keep staff in place to have an equal
distribution of workload. The training and development program is only the beginning of the
process to shift the organization culture and the perception of the employees to one that is
positive and supportive. The NER can continue to improve on leadership development of
their employees who are in leadership roles and those getting ready for leadership roles as the
organization evolves. It takes more than training and development to keep the retention rate
moving in the right direction. It includes a wraparound approach of training, mentoring and
various levels of accountability to stabilize retention, supervision, and to create a positive
environment when the NER can do nothing about salary.
Table 5.3
Additional/Unique Comments from Survey Participants
Additional/Unique Comments

Frequency

Percent

Better Work Load, Environment, and Process

9

37.5

Higher Salary to Reflect Work Load

5

20.8

Leadership Needs Improving

3

12.5

Total

17

70.8

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Interview participants commented on the Region Professional Development and
Training Program and the striking comment “Encourage Staff to Take Training” shows that
not all leaders are providing the opportunities for the direct reports to take training. This is a
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contributing factor to the low retention rate and to the limited supportive environment that is
provided to the direct reports. This also addresses the discrepancies in the survey results
where 11% stated that they are not able to give their opinions and ideas, 13% stated that they
do not get feedback on their performance, 11% stated that they are not appreciated for their
contribution to the organization, 11% stated that they are not motivated to do their best, 13%
stated that they do not get proper communication from their supervisor. This also reflects that
executive leaders are not providing supervisors the opportunities to participate in leadership
development when it is not a mandatory training or leadership participation. This aspect of
the evaluation must be addressed so that the organization does not decline and undo the
progress made by the implementation of the Region professional Development Training.
Table 5.4
Additional/Unique Comments from Interview Participants
Additional/Unique Comments
Increase Locations for Training
Encourage Staff to Take Training
Web-Based Online Training
Increase Frequency of Training
Other
Total

Frequency
7
6
5
3
7
28

Percent
17.5
15.0
12.5
7.5
17.5
70.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
An enforced layer of accountability will greatly improve the training and
development program. Although accountability was built into the program, based on some of
the results, not all managers were enforcing supervisors to implement what they have learnt
or the action plans developed in the training. Table 9 below showed that 82.5% implemented
action plans but 17.5% stated that they were unsure or that they did not implement. 17.5% is
7 supervisors or managers who did not use the action plans. This is too high of a number
especially when each supervisor or manager may have a minimum of eight employees. This
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lack of full accountability from everyone directly impacts employee retention, the
organization culture and employee’s attitudes and beliefs about their job and workplace. This
can also hinder the progress of the organization if full accountability is not applied across the
spectrum of the organization.
Table 5.5
Action Plan Implemented by Supervisors and Managers
Action_Plan_Implemented
Yes
No or not Sure
Total

Frequency
33
7
40

Percent
82.5
17.5
100.0

Note. Generated from IBM SPSS Statistics (Version 26) Software.
Limitations
This research has limitations that cannot be ignored and requires mentioning. As in
many researches, a complete explanation of all variables may not be possible and requires
more researches using different methodologies to corroborate the research findings. Starting
with the sample size of the population, while it was the appropriate quantity for the statistical
model to determine a significant fit and to generate a significant relationship between the
independent and the dependent variables, it may be too small to replicate and may cast a
doubt on the reliability of the study. The sample size may not be appropriate or enough to
generalize the research. The survey and interview questions should be restructured to get
more information or more questions added to fully capture the scope of the research. In the
data analysis and coding sections of the research, it was evident from the answers provided
that additional questions were needed to fully explore employees’ perceptions, organization
culture, and leadership development. Another limitation is the data gathered on the
perceptions of each participants. The perceptions may not be the same as facts and may not
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reflect the overall perceptions of all employees in the NER. With limited studies on how this
research was conducted, it needs additional exploration and more studies to be conducted to
add to the body of literature and to provide further understanding.
Future Research
For research of this nature which provides professional development to all employees
in the organization, future researches should expand to include the evaluation of virtual
trainings in a social services arena and its impact on employees’ perception, employees, the
organization culture, and employee retention. The different training platforms may offer
more information on the effectiveness of the training on employees who are used to having
classroom (face to face) trainings adding a different viewpoint. The possibility of a pre and
post assessment for all the trainings offered should be built into the training program to give
more strength, reliability, and credibility to the evaluation and not a full reliance on
employees’ perceptions to determine impact.
Conclusion
The evaluation of the Region Professional Training and Development Program
provided information on how the implementation of the program positively affected
organization culture, employees’ perceptions, employee retention, and supervisory leadership
enhancement. It was difficult to find the implementation and evaluation of this kind of wraparound training and development in previous researches and literatures. Therefore, this
evaluation provides a different prospective for researchers to consider. The research has
added another layer to the literature reviews and researches that were already conducted on
training and professional development as well as a uniqueness to the body of researches. The
manner in which the training and development program was implemented included all levels
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of employees from administrative support, street level employees, supervisors, managers, and
executive leaders engaging in professional and personal development consecutively and/or
concurrently. This resulted in a positive quick shift in the organization culture, the retention
rate, and employee’s attitudes and beliefs about their job and workplace
The information generated from the multiple regression resulted in one independent
variable entered into the equation thus providing a result that was not factored into the
assumption of the evaluation and what the NER hoped to see from the analysis of the data.
However, it provided a result that directly linked to communication which emerged in the
study as an area where participants indicated that it helped in their leadership role, in their
decision to stay within the organization, and it showed as a supportive factor. The variable
that has a strong relationship with the training and development program is Ideas are
Encouraged. This is a form of communication and engagement of employees which can lead
to retention and show a supportive organization culture. The number of leadership trainings,
the quality of the trainings and the encouragement and avenue to implement what was
acquired from the training contributed to the success of the outcome of the evaluation of
Region Professional Development Program.
The key findings generated from the evaluation show that training and development
program had a positive influence on supervisor. They have put into practice what they have
acquired in the training to create a supportive environment for their direct reports. They also
emulated the actions of their own supervisors. If their supervisors were supportive then they
in turn reflect that supportive attitude to their direct reports. Supervisors have also improved
upon their leadership skills by taking the opportunities to learn more about their leadership
styles, how to regulate their emotions, and how to use those skills to lead and direct their
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teams. Employees stated that they are able to express their opinions, share their ideas,
received feedback to improve in the quality of their work and accolades for the doing their
job well. They are also motivated to do a good job because of their supervisor’s abilities to
engage, encourage, show commitment and passion to the work, and their honesty and
integrity towards to them. The training and development program has also impacted their
decision to stay with the organization. The variety of trainings and the allowance to attend
training to developed showed that the organization values and appreciate them.
Overall the Region Professional Development Program is trending in the right
direction and made great strides in helping in the reduction of the attrition rate, improving the
organization culture, improve employee retention, and shifted employee’s attitudes and
beliefs about their job and workplace to one that is positive. It is providing employees with
resources that improve their professional and personal growth which leads to job satisfaction.
However, the NER has to continue to improve on management accountability ensuring that
supervisors and managers put into practice what they have absorb in the training to benefit
the organization, its culture and employees’ tenure. In addition, the Region Professional
Development Program opens avenues for the NER to have a reservoir of employees who are
ready for leadership roles and for the NER to use in innovative ways to improve processes
and procedures.
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Appendix B
Survey Questions
1. What is your Job Title?
2. How long have you worked here?
3. What is your level of education?
Please select if you strongly agree, agree, neither agree or disagree and strongly disagree with
the following statements:
Statements

Strongly Agree
Agree

Neither
Agree nor
Disagree

Strongly
Disagree

Disagree

I feel satisfied with my job
I feel motivated to give my best
to the organization
My supervisor keeps me
informed about important
issues
My supervisor listens to my
ideas and opinions
My supervisor helps me
understand how I am doing and
how I can improve
I am appreciated for the work I
do and my contribution to the
organization
Does the availability of
different trainings help in your
decision to stay in the
organization?

4. Are there any reasons you will leave your current employment? If yes, what are the
reasons?
5. Additional Comment
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Appendix C
Recruitment Email to Direct Reports (Survey Participants)
Email: Potential participants will be blind copied on the email.
Dear Potential Participant,
My name is Sandy Beaumont, the Region Professional Development Coordinator and a
doctoral student. I am conducting a research study on the evaluation of the professional
development and training program to obtain information about its impact on you as an
employee and on the organization. I am writing to invite you to voluntarily participate in my
research study by completing an anonymous survey. Your participation in this research will
provide information to improve the Professional Development and Training program in the
organization and to use in my dissertation project. This is completely voluntary, and you can
choose to participate or not participate in the study. If you'd like to participate or have any
questions about the study, please email or contact me at sandy.beaumont@myflfamilies.com.
Thank you for your time, and I look forward to hearing from you! I appreciate any help you
are able to provide throughout the research process.
Sincerely,

Sandy Beaumont
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Appendix D
Interview Questions
Please choose one: Male: _____

Female: _____

1. How long have you worked at the organization?
2. How long have you been a supervisor or manager?
3. What is your level of education?
4. How many leadership development trainings have you attended in the last 2 years in the
organization?
5. What portion of the Frontline Leader Training helped you in your role as a supervisor?
How did it help you?
6. Were you able to implement aspect/s of your action plan that were developed in any of
the leadership training in your current position? If so, why did you choose to implement
it?
7. Did you use any component covered in the Frontline Leader Training to help manage and
lead your direct reports? If so, which one/s and how did you implement it/them? How do
you know it had an influence on your direct reports?
8. In what ways do you think the organization encourages your ideas?
9. How are you recognized for your work and contribution to the organization?
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Appendix E
General Statement of Your Consent
I have read the above description of this research study. I have been informed of the risks and
benefits involved, and all my questions have been answered to my satisfaction. Furthermore,
I have been assured that any future questions I may have will also be answered by a member
of the research team. I voluntarily agree to take part in this study. I understand I will receive
a copy of this consent form.

Printed Name of Subject

______________________________

________________________

Subject's Signature

Date
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Appendix F
Statement of Consent to be Photographed/Audiotaped/Videotaped:
I consent to having my photograph taken (audio/video recorded). I understand that audio
recordings will be destroyed following transcription, and that no identifying information will
be included in the transcription.

________________________

________________________

Subject's Signature

Date
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Appendix G
Online Survey Informed Consent Form
You are invited to participate in a research project on The Impact of Training and
Development on Employees and the Organization in the Northeast Region of Florida State
Government. This online survey should take about 10 minutes to complete. Your
participation is voluntary, and responses will be kept anonymous to the degree permitted
by the technology being used.
You have the option to not respond to any questions that you choose. Participation or nonparticipation will not impact your position or you in the organization. Submission of the survey
will be interpreted as your informed consent to participate.
If you have any questions about the research, please contact the Sandy Beaumont
atsb916153@wcupa.edu sandy.beaumont@myflfamilies.com or the faculty advisor, Dr.
Mark Davis at mdavis2@wcupa.edu. If you have any questions regarding your rights as a
research subject, contact the West Chester Institutional Review Board (IRB) at 610-4363557.
Please print or save a copy of this page for your records.
* I have read the above information and agree to participate in this research project.

Online Survey Statement of Confidentiality
(SurveyMonkey)
Statement of Confidentiality
When developing the online survey instrument for the project, “The Impact of Training and
Development on Employees and the Organization in the Northeast Region of Florida State
Government,” my signature below certifies that:
1) I will design my online survey so that the front page of the instrument includes the
project description, a risk/benefit statement, and contact information for questions.
Potential participants will not be forced to respond to a question before being able to
move on to the next question. Participation will be clearly voluntary, and subjects’
consent will be affirmatively indicated by clicking a box (or marking an X) in order
to proceed into the survey; and,
2) If my survey is anonymous,
a. I will provide the URL link to the survey via a hand-out, or in the body of an
email, but will not send it electronically through a feature of the survey
software; and
b. I will not include any potentially identifiable technical data (e.g., IP addresses)
in my collection configuration. If, however, I am unable to deselect and
technical data are captured by default, I, as the instrument designer, will
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destroy it immediately. As a result, I will be the only one (of my research
team, if applicable) to see this data, and it will not be used it in any way.
Internet surveys are considered anonymous only if no identifying information is collected
and no IP addresses are obtained.
The highest form of online security available utilizes Secure Sockets Layer (SSL) or
Transport Layer Security (TLS) and ensures data are transmitted in an encrypted fashion.
Select Survey does not use SSL or TLS and for some survey software (e.g. SurveyMonkey),
this security is available only via purchase.
The survey software I am using is Survey Monkey.
It utilizes SSL or TLS: Yes __ No X
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Appendix H
Recruitment Email to Supervisors/Managers/Executive Leadership
Dear Potential Participant,
My name is Sandy Beaumont, the Region Professional Development Coordinator and a
doctoral student. I am conducting a research study on the evaluation of the professional
development and training program to obtain information about its impact on you as a
supervisor and on the organization. I am writing to invite you to voluntarily participate in my
research study by completing an interview with me. Your participation in this research will
provide information to improve the Professional Development and Training program in the
organization and to use in my dissertation project. Your information will be kept
confidential. This is completely voluntary, and you can choose to participate or not
participate in the study. If you'd like to participate or have any questions about the study,
please email or contact me at sandy.beaumont@myflfamilies.com.
Thank you for your time, and I look forward to hearing from you! I appreciate any help you
are able to provide throughout the research process.
Sincerely,

Sandy Beaumont
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Appendix I
Interview (Script)
Hi. My name is Sandy Beaumont. Thank you for participating in this interview. I’m going to
review the consent form to make sure everything makes sense to you. If you have any
questions, please make sure to stop me.
Cover the points in the consent form
If at any point you need a break or want to stop the interview just let me know. I will first ask
you different questions and it’s important for you to answer as frankly as possible –
whatever YOU think and feel – and not answer questions the way you THINK that I want
you or anyone else wants you to answer.
Are there any questions based on this statement or what we have covered already?
If yes, read the next paragraph.
If not, review the previous paragraph and any questions or concerns the potential participant
has about what they just heard.
Thank you. Do you have any questions for me before we begin?
Respond to any questions or concerns.

